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INTRODUCTION 
Iowa State University, Iowa's Land Grant Institution, has three 
major functions: resident teaching, research and extension. The ex­
tension function of the university is accomplished "by University 
Extension, a coordinating organization for four identified Extension 
units. These units include the Center for Industrial Research and 
Services (CIRAS), Engineering Extension, Office of Conferences and 
Courses, and the Cooperative Extension Service (CES). This study will 
be directed to a phase of the largest unit, the Cooperative Extension 
Service. 
Iowa State University's (1976) Cooperative Extension Service 
has been charged with the task of: 
Disseminating among the people of Iowa useful and practical 
information on subjects relating to agriculture, home econom­
ics and rural and community life ... as provided in the Act 
of Congress, May 8, 191^ , as amended by Public Law 83 of the 
83rd Congress. (p. 5) 
This task is further amplified by Knowles (1970): 
In performing this function, the Extension Service will 
help youth and adults to: (a) develop their full poten­
tial, (b) identify problems and take steps necessary to 
solve them individually and collectively by utilizing re­
search results when applicable, (c) increase their compe­
tency and willingness to assume leadership and citizenship 
responsibilities, and (d) acquire the ability to achieve 
higher income and levels of living on a continuing basis. 
(p. 320) 
The CES delivers the research-based information by a wide 
variety of teaching methodologies through an informal educational 
program. The target population is the residents of Iowa, who participate 
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voluntarily, regardless of age, sex, or place of residence. 
There are four main components of the Extension Service's volun­
tary informal educational program: Agriculture and Natural Resources, 
Home Economics, Community Resource Development and Public Affairs, 
and the and Youth Programs. This study will deal with only one 
of the components, that of the it-H and Youth Program. 
The J+-H and Youth Program 
The 4-H and Youth Program is aimed at the 9-18 year old youth 
of the state of Iowa. 55,731 members and an additional 8,5^ 7 
youth throu^  special interest groups, were reached by Iowa's 4-H 
and Youth Programs in 1976. 
State-wide program direction and supervision is provided by the 
State and Assistant State 1+-H Leaders. Program implementation is -
accomplished by professional Extension U-H and Youth Leaders employed 
on a single-county, two-county or a multi-county basis. 
To facilitate the Extension's educational program, including the 
U-H and Youth Program, the Extension Service in 1966 established 
twelve multi-county areas which encompass the three types of 4-H 
and Youth Leader positions. Figure 1 provides the configuration 
of the twelve Extension areas in Iowa. 
These twelve areas are combinations of counties, varying from seven 
to eleven counties in size, based on the functional economic area con­
cept developed by Fox and Kumar (1966). This concept is based around 
a central city in a geographic area to which the people of the general 
Mason City Spencer 
Dubuque 
Waterloo Fort Dodge Sioux City 
Cedar 
Rapids Des Moines 
I Daven-
port/"""^  
Council 
Bluffs Ottumwa Creston 
Figure 1. Twelve Extension Areas in Iowa 
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area are attracted for employment, business, shopping, entertainment 
and news coverage. 
In four of the Extension areas, area-based professionals have 
been employed and charged with the development of the overall 4-H 
and Youth Programs in the designated areas. Their efforts are supple­
mented through the employment of part-time paraprofessionals in each 
county. Single- or two-county professional Extension U-H and Youth 
Leaders are employed in the remaining eight areas. In most single-
and two-county locations, the professionals do not have paraprofes-
sional assistance. In five of the single-county positions. Extension 
4-H and Youth Leaders are employed less than full time. Figure 2 
shows the geographic location of single-, two-county and multi-county 
professional positions. 
In each county throughout Iowa there are three groups of volun­
teers , usually adults, who have direct and continuing involvement 
with the 4-H programs. The first group is the County Agricultural 
Extension Council which is responsible for preparing and adopting an 
educational program for extension work in agriculture, home economics 
and ii-H club work. 
The second group, approved by the Extension Council, upon recom­
mendation of the professional Extension 1+-H and Youth Leader, is the 
County 4-E Committee and/or County 4-E Expansion and Review Committee. 
This group is responsible for development of organizational and procedur­
al policy for the U-H club program in their respective counties. 
Teenagers are sometimes selected and appointed to serve on the U-H 
HITCMK 
% 
OAU.A* 
V/ 
A 
m rzrz:-:: :: .... - -sr 
C Two-County position 
.. ..... o, .-K ana .ou., .e.e.. 
6 
Expansion and Review Committee in many counties. 
The third and largest group is the volunteer leaders of the clubs 
to which the i+-H members belong. The leaders provide guidance to the 
local U-H club and instruction in appropriate subject matter to the 
j—H club members. Members of all three groups of volunteers are of both 
sexes, have a wide educational background and may or may not have been 
a former 4-H member. 
Extension 4-H and Youzh Leaders are continually involved in 
adult education, even though the orientation of this program is 
youth, ages 9-18. Program determination and direction as well as 
policy form-jlation are accomplished through intensive work with County 
i+-H Committees which are composed primarily of adults involved with 
the program. The Extension 4-H and Youth Leaders are responsible 
for training the committee in overall philosophy of the h-'d program and 
recommending program direction received from the state U-H staff. 
Adult education occurs with a second group, the County Agricul­
tural Extension Council, while responsible for the total Extension 
program, this group of elected adults are oriented and trained in 
overall 4-H program direction and philosophy. 
The most intensive adult education occurs as the Extension 
4-H and Youth Leader instructs and trains the adult volunteer h-H 
club leaders. This instruction includes 4-H program philosophy and ori­
entation with additional training provided in broad subject matter, meth­
ods and evaluation utilized in the local 4-H club program. Training is 
also provided in understanding and working with young people and 
T 
is utilized by the U-H club leaders as they help club members in 
the local clubs carry out their many activities and projects. 
Local clubs are usually based on a relatively small geographic 
area. The number of clubs and U-H members vary greatly from 
county to county throughout Iowa. 
Need for Study 
The Iova CES is presently staffed with 25 single-county, 21 
two-county and 7 multi-county 4-H and Youth Leader positions. Studies 
available through the CES Personnel Office show that for the period 
1969 through 1976 there has been an annual need to interview and 
select candidates to fill 15 percent of the Extension U-H and Youth 
Leader positions. 
This continuing need to replace the professional Extension U-H 
and Youth Leader has been under recent study by an ad hoc task force, 
composed of Iowa CES staff members appointed by the State U-H Leader. 
In other states, factors associated with the length of time a 
4-H staff member is employed and reasons for leaving the position have 
been studied by Rowe (l9T0), Sabrosky (1958), and Pettys (1970). Parsons 
and Kiesow (1975) note a possible explanation for the high turnover: 
First, youth staff members are encumbered with repetitive and 
routine tasks that don't require professional expertise. As 
a result, recruiting and keeping professionals is difficult, (p. 11) 
An obsez-vation by Robinson (196b) possibly contributes further 
to understanding the turnover problem of the U-H and Youth Leader. 
No single aspect of Cooperative Extension Service is more 
highly regarded than U-H club work. Although it-H holds 
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a place of importance and prestige in the minds of most 
Extension workers, many do not think as well of the position 
of the professional doing h-H work as of County Extension po­
sitions with other types of responsibilities, (p. 105) 
Prior to 1906, Iowa workers were expected to be promoted 
to a position dealing with agriculture production two to five years 
after employment with the CES. 
A principle utilized in 1966 in the development of the present 
Iowa U-H staffing patterns was an attempt to provide It-H professional 
positions with status equal to County Extension Directors ard Exten­
sion Home Economists. 
However, eleven years after the implementation of the twelve-
area concept in Iowa, the length of employment of the professional 
Extension h-H and Youth Leader has not significantly increased. This 
is reflected in the turnover rate which for three consecutive years, 
1973, 197^ » and 1975, has exceeded 12 percent annually. The other 
types of county positions of the Iowa CES have had a lower turnover 
rate. The turnover rate has been approximately 10 percent for 
Extension Home Economists and 3 percent for County Extension 
Directors. These percentages do not include those staff members 
retiring from the CES. 
The continuing need to replace 12-15 percent of the professional 
Extension U-H and Youth Leaders of the Iowa CES annually provides the 
need for the investigation of this study. 
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Purpose of Study 
Replacing professional Extension U-H and Youth Leaders raises 
questions related to the qualifications which should be sought in 
candidates to fill these positions. 
Qualifications of candidates can "be stated in many different 
formats. However, the qualifications should ùe related to the knowl­
edge, abilities, skills and personal characteristics needed to 
effectively perform the duties of the position. A review of the liter­
ature suggests that the competencies reflected through the knowledge, 
abilities, skills and personal characteristics must be specifically 
related to the job performed (Ash and Kroeker, 19T5)-
The knowledge base upon which the position holder draws, in 
part, comes from the training received through the baccalaureate 
and advanced degrees. The Iowa CES differs from many other states 
in that it does not require a degree in agriculture or home economics, 
but emphasizes training in the general area of human development for 
Extension U-H and Youth Leaders. 
This would suggest that there are different job expectations of 
Iowa Extension U-H and Youth Leaders as compared to several other 
states. Therefore, while others, Whaples (I965), Lifer (1966), Robin­
son (1963), Sabrosky (1958), Brown, et al. (1976), have studied the role 
of the Extension U-H and Youth Leader as performed in other states, 
there is a need to identify the role and the related competencies asso­
ciated with the position of the Extension U-H and Youth Leader as 
performed in Iowa. 
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The purpose of this study is to conducô a detailed analysis 
of the role of the single-county and two-county Extension U-H and 
Youth Leaders as performed in Iowa. 
The general duties and specific tasks associated with the posi­
tion of the 3xtension k-H and Youth Leader will be examined. Percep­
tions of these duties and tasks will be reviewed by two groups of 
Extension professionals. The professional groups include: (1) Exten­
sion It-H and Youth Leaders, and (2) their Area and State Administrators 
in the persons of the Area Extension Directors and the State 4-H 
Staff. Three volunteer groups will review the broad duties only. 
These groups are: (l) representatives of the County Agriculture 
Extension Councils, (2) County ii-K Expansion and Review Committee 
members and (3) Club Organizational Leaders. 
This study will investigate the following research questions: 
1. What are the specific tasks associated with the broad 
duties performed by Extension i+-H and Youth Leaders? 
2. What is the relative amount of time spent by Extension i+-K 
and Youth Leaders performing each task? 
3. How critical are the tasks performed by Extension and 
Youth Leaders? 
4. What are the broad duties performed by Extension and 
Youth Leaders? 
5. What is the relative amount of time spent performing each 
duty performed? 
6. How critical are duties performed by Extension 4-H and Youth 
Leaders? 
7. How difficult are the duties performed by Extension i+-H and 
Youth Leaders? 
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8. Do the following factors alter the respondents' perceptions 
of the role of Extension U-H and Youth Leaders? 
a. Position of respondents 
b. Number of years in present position 
c. Sex classification 
d. Educational level completed by respondents 
e. Type of geographical assignment of the professional 
Extension 1;-H and Youth Leaders 
Prior experience as a U-H member 
A national study, funded by the Extension Service, United States 
Department of Agriculture, is being conducted by the American Institute 
for Research in the Behavioral Sciences, Washington, D. C. The purpose 
of the national study is to provide a valid set of personnel selection 
criteria and a valid performance evaluation system. For the national 
study, Iowa is one of eight cooperating states providing input into 
the study of three positions. These positions include County Extension 
Agricultural Agents, County Extension Home Economics Agents, and County 
Extension 1+-H Agents. 
This dissertation and the national study are seen as complementary 
efforts aimed at providing background information for the development of 
criteria to be used in selection of professional Extension U-H and 
Youth Leaders for the youth of Iowa. 
Hypotheses to be Tested 
General form of null hypotheses: 
1. There is no significant difference between the Extension 1|-H 
Leader^  and their Area and State Administrators ' perceptions 
of the tasks within each duty performed by the Extension ii-H 
and Youth Leader. 
2. There is no significant difference between the professional 
Extension i^ -H and Youth Leaders' and their Area and State 
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Administrators' perceptions of the relative amount of time 
spent by the Extension U-H and Youth Leaders performing the 
tasks within each duty. 
There is no significant difference between the professional 
Extension and Youth Leaders' and their Area and State 
Administrators' perceptions of the relative criticality of 
tasks performed within each duty by the Extension U-H and 
Youth Leaders. 
There is no significant difference in perceptions of the 
duties performed by the Extension 4-H and Youth Leaders when 
classified by the selected characteristics of: 
a. Position of respondents 
b. Number of years in present position 
c. Sex classification 
d. Educational level completed by respondents 
e. Type of geographical assignment of the professional 
Extension 4-H and Youth Leaders 
f. Prior experience as a U-H member 
There is no significant difference in perceptions of the 
relative amount of time spent by the professional Extension 
i+-K and Youth Leaders accomplishing the duties performed when 
classified by the selected characteristics of: 
a. Position of respondents 
b. Number of years in present position 
c. Sex classification 
d. Educational level completed by respondents 
e. Type of geographical assignment of the professional Ex­
tension U-H and Youth Leaders 
f. Prior experience as a U-H member 
There is no significant difference in perceptions of the 
relative criticality of the duties performed by the Extension 
U-H and Youth Leaders when classified by the selected charac­
teristics of; 
a. Position of respondents 
b. Numbers of years in present position 
c. Sex classification 
d. Educational level completed by respondents 
e. Type of geographical assignment of the professional 
Extension U-H and Youth Leaders 
f. Prior experience as a U-H member 
There is no significant difference between professional Exten­
sion U-H and Youth Leaders' and their Area and State Administra­
tors' perceptions of the relative difficulty of the duties per-
13 
formed by the Extension U-H and Youth Leaders. 
Definitions 
Throughout this study, the following terms are used. The defini­
tions of these terms are as follow s : 
1. Extension 4-S and Youth Leader: (referred to as County 
Club Agent) A professional employee of the CES, appointed 
by the Director of the CES, responsible for the U-H and 
Youth programs. 
2. County Agricultural Extension Council: The governing body 
of the County Agricultural Extension District, composed of one 
adult from each township in the county selected by the residents 
of the township for a two-year term. A council member can be 
re-elected for one additional two-year term. 
3. 4-H Expansion and Review Committee (County J+-H Committee): 
A committee of county residents appointed by the County Agri­
cultural Extension Council responsible for overall direction 
and policy determination of the 4-S program. The membership 
includes youth, minority representation if present in the 
county, and other adults involved with the program. 
4. County Agricultural Extension District: A corporate body, es­
tablished by the Iowa 56th General. Assembly, in each county 
responsible for the total Extension education program. 
5. County Extension Directors: (referred to as County Agents, 
County Agricultural Agents) A professional employee of the 
CES, appointed by the Director of the CES, responsible for 
a specific program area of the CES, usually agriculture and 
additionally has the administrative responsibilities related 
to the County Extension Office and County Agricultural Extension 
District. 
D. Extension Home Economist: (referred to as County Home Agent, 
Home Agent) A professional employee of the CES, appointed by 
the Director of the CES, responsible for the home economics 
program area. 
T- Area and State Administration: (referred to as Administrators) 
This term shall be used when referring to the groupings for 
this study of Area Extension Directors and State U-H Staff. 
8. Area Extension Director: An individual appointed by the 
Director of the CES, residing in one of the twelve Extension 
Areas, responsible for personnel and program supervision. 
9. State ii-H Staff: Employees of the CES, appointed by the 
Director of the CES, including the State h-E Leader and 
Assistant State U-H Leaders, responsible for the overall super­
vision and direction of the Iowa U-H program. 
10. Duty: A grouping of job tasks which contribute to the success­
ful accomplishment of the objectives of the position. 
11. Task; An identifiable specific action or series of specific 
actions which contribute to the accomplishment of a job duty. 
12. Relative Criticality: A judgment of the relative importance 
of performing the task or duty competently in order to do 
a total job satisfactorily. 
Delimitations 
As indicated in the earlier portion of this chapter, this study 
has been limited to the Extension U-H and Youth Leaders of Iowa who are 
members of the professional staff of the CES, University Extension, 
Iowa State University. 
The questionnaire which was utilized in a portion of the study was 
completed by randomly selected members of the County Agricultural 
Extension District Councils, the Expansion and Review U-H Committees 
and it-H Club Organizational Leaders. There was no attempt to determine 
the perceptions of the tasks and duties performed by the professional 
Extension k-B. and Youth Leader held by other adults involved with the U-H 
program such as parents of U-H members, U-H club project leaders or 
other professional members of the CES. 
With these limitations, the interpretation of the findings from 
this study must be limited to the Iowa CES U-H and Youth Leaders. 
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Organization of the Study 
This study has "been developed and presented in six chapters. 
The first chapter is devoted to the Introduction, Need for Study, 
Purpose of Study, Hypotheses, Definition of Terms, Delimitations, and 
Organization of the Study. 
The second chapter contains a Review of the Literature including a 
summarization of current perceptions of the tasks and duties performed 
by the U-H and Youth Leaders in the CSS, the present methodology for 
conducting job analysis and review of the concepts of validity 
as applied to job analysis. 
The third chapter discusses the instruments used and the sampling 
procedures utilized with the three lay volunteer groups. The procedures 
utilized in collecting and treating the data are also discussed. 
The fourth chapter contains the findings of the study and a dis­
cussion of these findings. 
The fifth chapter presents conclusions, recommendations and 
suggestions for further research as determined by this investigator. 
The sixth chapter presents a summary of the study. 
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REVIEW OF LITERATURE 
Introduction 
"A number of studies make it clear that there is not general 
agreement as to the role of the County Agent doing work." 
(Robinson, 19^ k, p. 112) As reported earlier, the position of the 
professional Extension 4-H and Youth Leader has "been under frequent 
study in other states. A study of the tasks and duties performed 
by the Iowa Extension U-K and Youth Leader has not been previously 
performed. 
In preparation for this study of the tasks and duties of the 
Extension and Youth Leader performed in Iowa, three related topics 
will be reviewed and discussed in this chapter. 
Section one reviews prior studies related to the professional 
Extension and Youth Leader, Section two deals with the concept 
and process of job analysis, and the final section reviews the 
concept of validity and its application to job analysis. 
The Role of th'e Extension U-H and Youth Leader 
The studies conducted in other states have used different proce-
d'ores to examine the tasks and duties of the Extension it-H and Youth 
Leader position. 
Using role concept, Wilkening (1957) studied three agent cate­
gories: Agricultural Agents (County Extension Director), Heme Agents 
(Extension Home Economist), and U-H Agents (Extension U-H and Youth 
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Leader). One of Wilkening's objectives was to describe the role of 
county extension workers as perceived by themselves in respect to 
the content of their program, the types of activities performed, and 
relationships to other persons and groups within and outside of the 
Extension Service. In conducting the study, Wilkening identified and 
defined nine activities typically performed by Extension workers. 
His identified activities were: 
1. Providing information directly 
2. Training local leaders 
3. Organizing and coordinating clubs 
U. Advising and consulting groups in the county 
5- Acting as secretary and other services for associations, 
fairs, etc. 
6. Public relations 
7. Coordinating university and USDA programs 
8. Program planning 
9. Administration 
Wilkening found that the agents emphasized three activities : 
organizing and coordinating clubs, training local leaders, and provid­
ing information directly. 
Home Agents and Agricultural Agents emphasized three types of 
activities in defining their roles. These were: providing information 
directly, training local leaders, and program planning. While the 
main activities were the same, the Home Agents rank ordered the three 
activities differently from the order of the Agricultural Agents. 
Wilkening found that all agent groups had a relatively low 
agreement level between what they thought important and what they 
spent their time doing. Wilkening stated: 
The County Extension Agent is influenced strongly in what he 
does by local interests, although these interests are not 
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necessarily compatible with the ideal definition of his 
role. (p. 47) 
He concluded his study by noting: 
A hypothesis is suggested that persons in intermediate posi­
tions such as county extension workers will tend to conform to 
the expectations of those with whom they work at the local 
level or with those at higher levels, depending upon the nature 
of rewards they are seeking and upon their control of rela­
tionships at the respective levels. (p. U9) 
A study by Robinson (1964) was conducted in Wisconsin to gain 
a clearer concept of the role of the County U-K Club Agent. Respond­
ent groups in the Robinson study included: 
1. State agricultural, home economics and U-H club district 
leaders who comprise the supervising teams 
2. County agricultural, home, and U-H club agents on the County 
Extension staffs 
3. Presidents, vice presidents and secretaries of county 
adult leaders' organizations 
4. State supervisory staff, county extension staff and the 
officer group of the county leaders' organizations 
A broader classification of the role of agents in i+-H was 
developed and used. Four areas of responsibility were identified: 
1. Planning and evaluating the county 4-H programs 
2. Organizing and promoting local clubs, county events and 
activities 
3. Providing instruction and educational information to 
leaders and members 
U. Rendering personal service to individuals, clubs and organ­
izations 
Robinson found that there were significantly different perceptions 
among the three respondent groups as to the perceptions of the role 
of the County 4-5 Club Agent. 
There was agreement among Extension Agents, Extension Supervi­
sors and lay leaders that role number one, as defined by Robinson, 
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planning and evaluating the county i|-H program, was the most important; 
and role number four, rendering personal service to individuals, clubs 
and organizations, was the least important. 
For the other two responsibilities there was less agreement. 
Supervisors and agents agreed that instructional activities should 
be more important than organizational activities. But leaders felt 
that organizational activities ought to remain dominant. 
When type of county, more rural versus more urban, was considered, 
Robinson found inconclusive responses. He stated: 
There appeared a general pattern that agents in type three 
(more rural) counties were expected to give more importance 
to instructional activities than those in type one (more 
urban) counties, (p. 157) 
Robinson asked the respondent groups to evaluate ten job activi­
ties which comprised each of the four aspects under study of the role 
of the County 4-H Club Agent. In this section of his report he drew 
the following implications: 
Within each of the four role aspects, there was lack of 
agreement among respondent groups as to relative importance 
that should be accorded various activities. (p. 153) 
However, there was general agreement that most activities compris­
ing the planning and evaluation and instructional aspects should be 
accorded more importance and that activities comprising the organiza­
tional and personal service aspects should be accorded less importance. 
Of the ten activities which comprised the planning and evaluation 
responsibility, all respondent groups agreed that "work with program 
planning committees" was one of the most important of the job activities. 
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When looking at the activities comprising the instructional 
aspects of the position, Robinson found that the County k-E Club 
Agent and Agricultural Agent felt more importance was already being 
given to these activities than did other respondents. 
Robinson stated that "there was less agreement between the 
respondent groups with respect to the activities comprising the orga­
nizational aspect than in any other." (p. 1$4) He further found "that 
all respondent groups agreed that activities comprising the personal 
service aspect should be given less importance than they perceived 
each as now receiving." (p. 155) 
Lifer (1966) studied the role expectations of Area 4-H Agents 
by comparing three respective groups: Advisory Committee Members, 
County Agents and State Administration. This study was directed at 
analysis of the role expectations of the professional Area Extension 
Agent, U-H, responsible for implementation of the U-H and older youth 
program development in the six-county area around McConnelsville, Ohio. 
Five categories of tasks used in the study were: 
1. County 4-H program 
2. Multi-county i+-H program participation 
3. State 4-H program involvement 
4. Orienting and training county agents 
5. publicity 
Each of these tasks was further defined with a series of 
items, 4l in total, which the area extension agent, J+-H may or may 
not do. 
Lifer summarized his findings by stating: 
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1. Respondents generally felt 1 b»? Area Agent, 4-H, should 
assist the County Agents in planning county U-H programs 
2. The Area Agent, i4-H, should assist County Agents in conduct­
ing U-H educational activities. 
3. Evaluating multi-county U-H programs and meetings was 
rated high by the respondents 
k. Developing and maintaining an effective area ^ -H Advisory 
Committee and involving the committee in planning and 
conducting Area h-'d programs was given high priority 
5. Area U-H Agents should assist in conducting state planned 
i+-H training programs on the area basis 
6. The Area Agent, U-H, should meet with County Agents every 
two or three months to discuss area U-H programs 
7- Area U-H Agents should keep County Extension Agents 
informed on what is going on in all phases of the area 
4-K program 
8. Area ii-H Agents should send all newsletter, radio and 
newspaper articles directly to the media involved and 
not through County Agents (p. 51) 
The critical incident technique was used with a fourteen-state 
study by Gogen (1971). Iowa was not included in the study. Gogen 
noted that by using the critical incident technique he could study 
the behavior of youth agents from their viewpoint as they performed 
their jobs. He classified 1,42$ incident reports into ten critical 
tasks performed by the U-H Agents. These ten tasks were classified 
into five areas which provide a general view of the important tasks 
of youth agents. The five areas and the distribution of critical 
incidents according to the critical tasks are: 
1. Program development and execution kj% 
2. Individual help and counseling 21^  
3- Organization 21^  
U. Interpersonal relationships f% 
5. Public relations 2% 
Critical incidents related to the tasks of planning and con­
ducting programs accounted for 39 percent of the program development 
and execution area. Critical incidents defined as assisting with 
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•oersonal development accounted for 12 percent of the critical 
incidents included in the individual heltj and counseling area. 
Gogen analyzed critical social conditions to determine what 
factors may qualify conditions or give direction to the Extension 
Youth Agent's job. This study showed agents in various states em­
phasized different components as critical to their respective jobs. 
California agents reported their jobs as educational administration 
while Mississippi and Louisiana youth agents saw the critical aspects 
of their work environment as that of helping and counseling individual 
members, such as a tutor. 
Gogen concluded his study by calling for training in the behavioral 
sciences to deal with the critical components of the Extension U-H 
and Youth work environment. 
Related Role Studies 
Harrison (1975) conducted a study to consider job functions 
and the degree of importance of Extension Home Economists' (EHE) 
role in Iowa. Fifty-six job functions were evaluated and ranked 
by EHE s and Home Economics Program Committee members. 
In this study, Harrison found many similarities and some signifi­
cant differences in perceptions of importance of job tasks. For 
both respondent groups, providing accurate and reliable information 
was the most important function. Harrison reported significant 
differences were noted in the following three areas: 
1. i;-H Functions 
a. Attend local and U-H club meetings to get acquainted with 
4-H girls 
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"b. Chaperone U-H members to state events 
c. Judge h-H home economics project records 
d. Assist 1+-H and Youth Leader or Department Superinten­
dent in organizing i+-H projects for county fairs and 
for area events 
e. Hold home economics subject matter meetings for 
members 
For each of the above five functions, the mean score 
of home economics committee members was significantly 
higher than the mean score for EHEs. 
2. Service Functions—where committee members place a higher 
mean score on consistent office hours while EHEs were 
higher for providing answers to questions through phone 
requests and visits to get acquainted with homemakers 
3. Teaching Functions—where more traditional teaching func­
tions such as programs for organized groups and leader 
training had a higher mean score for committee members 
than for EHEs 
However, mass media for teaching and instructional teaching 
were two items with a significantly higher mean score for 
EHEs than for committee members, 
Harrison reported that correlations of EHEs' role perception 
with the factors of age, length of service in Extension, department 
of study and degree held showed no influence on the EHEs' role 
perception on the level of importance for various job functions. 
Similarly, Harrison concluded that a committee member's age, resi­
dence, length of service on the committee, family income and community 
participation did not influence her perception on the degree of 
importance of various job functions of the EHE, 
Parsons and Kiesow (1975) and the North Carolina Extension Service, 
through a panel of experts, identified fifty tasks appropriate for the 
role of U-H program assistants. They define program assistants as: 
Usually full or part time, trained, indigenous adults hired 
to work in their own neighborhoods under the supervision of a 
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professional. . . . These assistants release professionals 
from time-consuming routine tasks and act as a bridge between 
families in the community and Extension. (p. 12) 
The fifty tasks were distributed in six functional categories of: 
1. Maintenance—activities related to support, supervision 
and program renewal 
2. Needs—activities related to needs identification and analysis 
3. Planning—activities related to selecting program objectives 
and organizing learning activities 
i;. Sxecution-^ :activities related to implementating, mobilizing 
and monitoring teaching and learning experiences 
5. Evaluation—activities related to measuring the effectiveness 
Following an eighteen-month test. Parsons and Kiesow concluded that 
the fifty tasks included in the ideal model were generally perceived as 
appropriate by the professionals, paraprofessionals and volunteer 
leaders. 
Summary of Role Studies 
In the studies reviewed, the participants in each study were 
limited to an evaluation of a relatively small number of duties or 
functions suggested as part of the role of the Extension i+-H and 
Youth Leader. The limitations of a few duties resulted in the use of 
very broad general statements of duties which encompassed many dif­
ferent tasks. The studies indicated that the following tasks/ 
duties/functions were considered important components of the job of 
the professional Extension and Youth Leader. 
1. Planning and evaluating the County h-H program, including 
work with the program planning committee 
2. Organizing and coordinating clubs 
3. Providing information directly 
4. Training local leaders 
One study suggested that the rendering of personal service was 
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the least important. However, Harrison's study, conducted in Iowa, 
found that the lay volunteers indicated an expectation of this type 
of activity, particularly as it relates to the i+-H program. 
In addition to "being limited to few response items, several of 
these studies were conducted under different staffing arrangements 
than Iowa, so the role expectations could be expected to differ. 
Wilkening reported that either local program participants or 
higher organizational level staff have an impact on the role performed. 
Harrison reported that there were differences between staff and local 
volunteers, but that this difference was not related to a number of 
sociological factors such as age, location of residence, length of 
service on committee, family income and community participation. 
Job Analysis 
The identification of the tasks and duties which are normally 
included in a position assigned to an individual is a process of job 
analysis. 
"Job analysis is neither new nor particularly unique." (Rouleau 
and Krain, 1975, p- 300) Over the years a variety of methodologies have 
been developed to analyze what an individual does and how an individual 
accomplishes the assigned task. Most methods look at what is accom­
plished by the job (output) or how the job is accomplished (process). 
The U. S. Department of Labor (1972) states: 
Job analysis involves a systematic study of the worker in 
terms of: 
1. What the worker does in relation to data, people and things 
26 
2. The methodologies arid techniques employed 
3- The- machines, tools, equipment, and work aids used 
4. The materials, products, subject matter, or services 
which resulted 
5. The traits required of the worker (p. 91) 
In considering job analysis, Walsh and Hess (l97^ ) reported: 
The Equal Employment Opportunity Commission (EEOC) Guidelines (1970) 
don't specify any particular method of job analysis, but do 
suggest what components should be considered. The job 
analysis is to be based on: 
1. Those job duties which are actually performed by the 
employees currently on the job 
2. The critical nature of each job duty 
3. The degree of difficulty of each job duty 
it. The situation and conditions under which the job duties 
are performed (p. 84l) 
Revised guidelines on Testing and Employees Standards Instruc­
tions, United States Civil Service Commission (USCSC) (1976) state; 
Where a job analysis is required the report should include either 
1. Th<-; important duties performed on the job and the basis 
or which such duties were determined to be important, 
such as the proportion of time spent on the respective 
duties, their level of difficulty, their frequency of per­
formance, the consequences of errors or other appropriate 
factors, or 
2. The knowledge, skills, abilities or other worker charac­
teristics and bases on which they were determined to 
be important for job performance (paragraph 3890.13-b[3]) 
These requirements mandate an employer to look at the broad 
area of job analysis and the closely related area of validity of the 
procedure used. There are important benefits which occur to the 
employer, the job applicant and employee through the job analysis 
procedure, as well as complying with the laws of the land. 
Spencer (19T^ ) suggests the following advantages: 
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1. It can provide a better job fit . . . 
2. Produce a more rational set of expectations of job per­
formance for both superior and subordinate 
3. Supply a more knowledgeable takeoff point for performance 
appraisal 
h. Lay a foundation for a better relationship between job 
i-ncumbent and his superior 
5. Be extremely useful for counseling purposes (p. U31) 
Job analysis can be accomplished using several different types 
of procedures. McCormick, Jeanneret, and Mechom (1972) provides 
a general criticism of the job analysis 'field by stating: 
In general terms, the field of job and occupational analysis 
has not benefitted substantially from the scientific systematic 
approach that has characterized other domains. (p. 3^ 7) 
While many procedures are available for conducting the process 
of job analysis, the U. S. Civil Service Commission's rules entitled 
Testing and Employee Standards Instructions states: : 
Any method of job analysis may be used if it provides the in­
formation required for the specific validation strategy 
used, (paragraph 3890.12-a) 
A comprehensive scheme for describing work is the Functional Job 
Analysis Model which has been developed by Fine (1967). Fine defines 
the model as follows : 
Functional Job Analysis distinguishes between what gets 
done—the what/how of technology concerned with machine, 
tools, techniques, processes, and end results—and what the 
worker does—the what/how of the worker's physical, mental, and 
interpersonal activity. "What gets done" categories are re­
ferred "o as work fields ; "What the worker does" categories 
sre referred to as worker functions. (p. j) 
The "What the worker does" is done in relation to three areas or 
primitives: data, people and things. Fine and Wiley (1971) explains the 
content of the three primitives as, "In relation to things, workers 
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1. It can provide a better job fit . . , 
2. Produce a more rational set of expectations of job per­
formance for both superior and subordinate 
3. Supply a more knowledgeable takeoff point for performance 
appraisal 
h. Lay a foundation for a better relationship between job 
incumbent and his superior 
5. Be extremely useful for counseling purposes (p. U31) 
Job analysis can be accomplished using several different types 
of procedures. McCormick, Jeanneret, and Mechom (1972) provides 
a general criticism of the job analysis field by stating: 
In general terms, the field of job and occupational analysis 
has not benefitted substantially from the scientific systematic 
approach that has characterized other domains, (p. 3^ 7) 
While many procedures are available for conducting the process 
of job analysis, the U. S. Civil Service Commission's rules entitled 
Testing and Employee Standards Instructions states : : 
Any method of job analysis may be used if it provides the in­
formation required for the specific validation strategy 
used, (paragraph 3890.12-a) 
A comprehensive scheme for describing work is the Functional Job 
Analysis Model which has been developed by Fine (1967). Fine defines 
the model as follows: 
Functional Job Analysis distinguishes between what gets 
done—the what/how of technology concerned with machine, 
tools, techniques, processes, and end results—and what the 
worker does—the what/how of the worker's physical, mental, and 
interpersonal activity. "What gets done" categories are re­
ferred ~o as work fields ; "What the worker does" categories 
are referred to as worker functions. (p. 7) 
The "What the worker does" is done in relation to three areas or 
primitives: data, people and things. Fine and Wiley (l97l) explains the 
content of the three primitives as, "In relation to things, workers 
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draw on physical resources; in relation to data, on mental re­
sources and in relation to people, on interpersonal resources." (p. 78) 
Within each of these primitives, Fine has developed a hierachy 
of functions which proceed from simple to complex functions. These 
three hierarchies allow for two measures of a job, level and orientation. 
Fine and Wiley (1971) states: 
Functional Job Analysis is probably three things : 
1. A conceptual system defining dimensions of work activity 
and thus a way of conceiving the world of work 
2. An observational method and thus a way of looking at 
peonle »t work 
3. A method of analysis—of evaluating the design of work 
and its performance (p. 77) 
Prien and Ronan (1971) have criticized Fine's method in stating, 
"The method does not provide the means to describe jobs in normative 
terms. The main use is to identify job families and what are essen­
tially occupational promotional ladders." (p. 379) 
Another job analysis approach described by Prien and Ronan is 
that of worker-oriented task analysis. They comment, "This approach 
goes directly to the human operator performance acts, or what the 
worker does to accomplish the task objective." (p. 378) Prien and 
Ronan's approach has at least two supporting reasons for its use. 
(1) The worker-oriented analysis tends to be limited to behaviors re­
lated to organizational goals in that retention of items at some 
point in the analysis depends on validity as determined by an organi­
zationally prescribed criterion. (2) Higher-level positions ordi­
narily involve complex and nonobservable behaviors (cognitive) as com­
pared to the psycho-motor response of the manual trade jobs. 
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Chappie and Sayles (1961) have suggested four vays of describing 
managerial work: 
1. Narrative descriptions of what, how and why 
2. Work flow (process description) 
3. Patterns or clusters of activities 
h. Time and/or priority of specific acts 
They also noted from a research standpoint that the activity 
pattern or cluster method, including the time priority technique, 
appears to be most promising to provide meaningful results in 
describing managerial work. 
Rouleau and Krain (1975) have reviewed the various approaches of 
job analysis and the many terms used to describe the process of job 
analysis, and in doing so have suggested that the method of labeling 
does not determine the adequacy of a particular job analysis. They 
continue by stating: 
We believe a job analysis study should as a minimum identify 
the major duties in their relative order of importance to 
success on the job and frequency; and the skills, knowledge 
and abilities (SKAs) and personal characteristics (i.e. , per­
sonality constructs such as tact, enthusiasm, etc.) associated 
with each of the major duties. Physical demands, environ­
mental conditions and levels of supervision provided or given 
should also be identified, (p. 301) 
A very similar approach is suggested by Livy (1975). He states: 
To provide a framework on which to structure both the analysis 
and the information obtained, it is useful to look at the job 
from two points of view; first, the duties and responsibilities 
entailed; second, the skills and personal attributes necessary 
for the successful execution of that job. (p. U7) 
Livy's process includes the following steps: 
1. Identify and isolate, for the purpose of the study, the 
component tasks in a job . . . 
2. Examine how tasks are performed . . . 
3.  Examine why tasks are performed as they are 
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U. Examine when and why tasks are performed 
5a. Identify the main duties involved, both regular and occa­
sional 
5b. Scale the main duties according to their difficulty, fre­
quency and importance to the job as a whole 
6. Identify the main areas of responsibility 
7. Note the prevailing working conditions, in respect of 
the physical, social and financial aspects of the job . . . 
8. Identify the personal demands which a job makes on an 
individual incumbent 
Demands can be categorized with the following criteria: 
a. Physical demands 
b. Intellectual demands 
c. Skills 
d. Experience 
e. Personality factors 
(1) Ability to work through other people 
(2) To provide leadership 
(3) To work without close supervision 
(i;) To possess a degree of extroversion 
(5) The kind of temperament to cope with dull 
routine procedures (p. 46) 
Goodale (1976) provides additional suggestions to the field 
of job analysis for use in personnel selection. He states: 
Therefore, they should start with the job (or family of 
jobs in prescreening interviews) by conducting a job analysis 
and identifying areas of performance which, taken together, 
constitute the job (this is the desired behavior). . . . These 
areas of performances are behaviors such as: applies techni­
cal knowledge and skills ; interacts well with peers, subordi­
nates, clients; plans and organizes work, people, things; 
and supervises others. Notice that each example focuses on 
what the job holder does rather than what he is. (p. 65) 
Summary of Job Analysis 
There are a variety of methodologies that have been developed 
and can be used in the process of job analysis. Most of these proce­
dures look at what the worker does in relation to data, people and things; 
or how the worker accomplishes tne job. 
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The EEOC and the USCSC suggest that as job analysts look at positions 
or jobs, the following factors should be included in the analysis: 
1. Major job duties actually performed 
2. The critical nature of each job duty performed 
3. The degree of difficulty of each duty performed 
4. The amount of time spent or the frequency of perform­
ing each duty 
5- The knowledge, skills, abilities and other characteris­
tics which are important for job performance 
6. Situations or conditions under which the duties are 
performed 
The exact method of job analysis utilized is not of major concern. 
What is important is that job analysis must look at the job being 
performed by the incumbents. 
As Rouleau and Krain (1975) state, "The challenge to analysts 
and selection specialists is to produce credible reports on which 
job related, valid and reliable selection processes can be used." (p. 30U) 
In addition to providing the basis for improved selection procedures, 
a number of other advantages to sound job analysis have been identified. 
With good job analysis, both the supervisor and the subordinate have 
clearer expectations of what is expected to be accomplished. 
Job analysis information can be used by the supervisor for 
improvement in the performance evaluation procedure as well as helping 
and counseling with the job incumbent. 
At least one advantage resulting from job analysis has been 
identified. The information developed through job analysis can be 
used to more fully match an employee's knowledge, ability, skills 
and other characteristics to the needs of a job. This improved 
matching results in a more productive employee. 
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Validity of Selection Procedures 
The need for objective job analysis and valid selection procedures 
has been made by pronouncements from the Courts of the United States and 
many federal agencies. This section will review the concept of validity 
as it relates to job analysis leading to personnel selection procedures. 
Validity has been defined by the EEOC as the extent to which a 
test measures the trait for which it is designed, or for which it is 
being used, rather than some other trait. 
The U. S. Civil Service Commission stated in Testing and Employer 
Standards Instructions (1976) that: 
For the purposes of satisfying these guidelines users may rely 
upon criterion selected validity studies , content validity 
studies or construct validity studies, (paragraph 3890.05-a) 
Criterion related validity has other forms of identification. The Ameri­
can Psychological Association (APA) (1975) equates criterion related 
validity with predictive or concurrent validity. 
The criterion related (predictive) strategy of validation has as 
its basic purpose to predict future behavior, measured by a criterion. 
Bassford (197^ ) calls this the superior method for establishing the 
validity of a selection device. This strategy "requires that all 
applicants be administered the measure and all subsequently be hired 
without regard to their scores." .(p. 1+2) After a period of time, the 
observations made of job performance would be correlated with the 
selection measures. Bassford continues, "If a high correlation is 
found the measure has predictive validity; it provides the 'meaningful' 
relationship required by law and good practice and will allow the 
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manager to improve his selection success rate." (p. k2) 
There are at least two obvious problems with this procedure. The 
first is the time necessary to measure job performance after hiring 
and secondly, the potentially wasteful aspects from the employer's 
standpoint in view of improper job-employee fit. 
Construct validity, according to Bassford, provides this information: 
The process involved is difficult to understand, but there are 
four general steps in establishing validity of this type. The 
first step is to propose that a test_jneasures a trait that the 
researcher feels is important. . . . The second step is to 
theorize that the trait being measured is important from tne 
standpoint of studying the behavior that the researcher feels 
is appropriate in given situations. In the third step the 
researcher must predict the relationship between the scores 
on the trait that he purports to be measuring and the behavioral 
characteristics that he thinks will be exhibited. The fourth 
step is to secure empirical data that can be used to either 
confirm or reject the presence of the predicted relationship. 
(p. hk) 
This strategy has been labeled as the most complex of the three 
and generally not considered to be practical for most employers. 
According to the APA: 
The content validity of a test is the degree to which scores on 
a test may be accepted as representative of performance within 
specifically defined content domain of which the test is a 
aample. (p. 9) 
U. S. Civil Service regulations state the following regarding 
content validity: 
There should be a definition of a performance domain or the 
performance domain with respect to the job in question. . . . 
Performance domains shall be defined on the basis of competent 
information about job tasks and responsibilities. Performance 
domains include critical or important work behaviors, work 
products, work activities, job duties, or the knowledges, skills 
or abilities shown necessary for performance of the duties, 
behaviors, activities or the production of work, (paragraph 3890.12-
c[l]) 
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An operational definition of content validity has been offered 
by Lawshe (1975). He states, "Content validity is the extent to which 
commonality or overlap exists between (a) performance on the test under 
investigation and (b) ability to function in the defined job performance 
domain." (p. 5d6) 
Lawshe continues his description of content validity by stating, 
"Content validity is the extent to which members of a content evalua­
tion panel perceive overlap between the test and the job performance 
domain. Such analyses are essentially restricted to (l) simple pro­
ficiency tests, (2) job knowledge tests and (3) work sample tests." 
(p. >66) 
Content validity differs from other forms of validity in that it 
is a nonstatistical procedure which can be used effectively. It also 
satisfies the civil rights requirements related to personnel selection 
procedures. 
The use of content validity procedures is becoming more widepread 
in the personnel selection area. The other forms of validity are more 
rigorous in their approach and methodology. Several factors restrict 
their overall usefulness. Lawshe (1975)» supported by Sharf (1975), 
points out, "Pressed by legal requirements to demonstrate validity and 
constrained by the limited applicability of traditional criterion 
related methodologies, practitioners are more and more turning to 
content validity in search of solutions." (p. 563) 
Menne, McCarthy and Menne (1976) have stated the necessity of 
turning to content validation strategy: "It is becoming apparent that 
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content validity strategy is the only validation strategy that is 
practical in many public employment selection situations." (p. 387) 
The APA (1975) makes the following comments related to content 
validation strategy : 
1. The job content domain to be sampled should be defined. 
That definition should be based on an understanding of the 
job, organizational needs, labor markets, and other considera­
tions leading to personnel specifications and relevant to 
the organizational purposes, (p. 9) 
2. A content domain should ordinarily be defined in terms of 
tasks, activities, or responsibilities. The principle here 
is that the domain be defined principally in terms of 
activities or consequences of activities which can either be 
observed or be reported by the job incumbent. (p. 10) 
3.  Sampling of a job content domain should assure the inclusion 
in a measure of the major elements of the defined domain. 
Random sampling is probably inappropriate unless done within 
systematically sample areas of "sub domains." (p. 10) 
4. Panels of experts used in any aspect of the development of 
tests defended on grounds of content validity should be 
clearly qualified, (p. 11) 
The APA defines a panel of experts as people with thorough knowl­
edge of the job. This panel of experts concept has been addressed by 
Bassford (197^ ). He states, "The process relies for its validity on 
the judgment of experts in a given field." (p. U3) Lawshe (1975) 
supports Bassford by stating that for the best results a panel of 
persons knowledgeable about the job, composed of an equal number of 
incumbents and supervisors should be used. (p. 566) 
The assumptions underlying the use of content validity have been 
articulated and discussed by Lennon (1956). He identifies the 
following assumptions : 
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1. The area of concern to the tester can be conceived as a 
meaningful definable universe of responses. 
2. A sample can be drawn from this universe in some purposive 
meaningful fashion. 
3. The sample and the sampling process can be defined with 
sufficient precision to enable the user to judge how adequately 
the sample performance typifies performance on the universe. 
(p. 2983 
The use of content validity relies on a thorough job analysis 
preceding the validity study. Sharf (1975) states "The key to content 
validity is in recognizing that as a sampling strategy, it always re­
quires that the job be analyzed first. Without information developed 
from a job analysis, there is no way to judge whether frequent or 
critical behaviors are, in fact, being sampled by the test." (p. 57) 
Sharf continues by stating, "A judgment as to the adequacy of a 
claim of content validity is based on examination of the series of 
operations that must be performed: (l) In describing a job, using job 
analysis and (2) Showing how the knowledge, skills and behaviors on 
a test are samples of the required job performance." (p. 57) 
Until recently there has been a problem with the concept of content 
validity. Ash and Kroeker (1975) points out, "Although content validity 
has been one of the three main approaches to test validation included 
in the APA standards, and has been set forth as a permissible approach 
to validation in both OFCC and EEOC regulations, literature on a rele­
vant methodology for demonstrating its existence is practically non­
existent." Robertson (1975) issues a call for a "step-by-step descrip­
tion of the validation process with specific examples of appropriate 
and inappropriate methods." (p. 484) 
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Such a procedure has been developed and articulated by Menne, 
McCarthy and Menne (1976) in what they call "a system approach to the 
content validation of employee selection procedures." They have devel­
oped a ten-step procedure supported by extensive computer—based clerical 
support for implementing their systems approach to content validity. 
A procedure similar to the Menne, et al., process has been developed 
by Otteman and Chapman (1977). Their methodology which is designed to 
produce a content valid study includes the following steps: 
1. Gather preliminary information, 
2. Select a panel of subject matter experts to review and develop 
job tasks. 
3. Identify all tasks essential for job performance (task inven­
tory) . 
U. Identify from the task inventory, and list, the significant 
knowledge, skills and abilities. 
5- Distribute a questionnaire to each of the "subject matter 
experts" who in turn rates each task statement according to: 
task performance, relative time spent, criticality/consequence 
of errors, extent necessary upon job entry and relationship 
to successful performance. (p. 4) 
Summary of Validity 
The need for developing valid personnel selection procedures is 
clear if an employer (particularly a large employer or public employer) 
is to comply with the laws of the United States. Principles have been 
developed for the validation of personnel selection procedures. The APA 
(1975) has identified three axioms that underlie the application of 
these principles. 
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These axioms are: 
1. Individuals differ in many ways. 
2. Individual differences in personal characteristics and back­
grounds are often related to individual differences in behavior 
and satisfaction on the job. 
3. It is in the best interest of organizations and employees 
that information about relevant differences between people 
be developed and used in assigning people to jobs. (p. 2) 
Three strategies are available to employers to validate personnel 
selection procedures. However, most employers have found that the 
length of time and the potential of iiroroper employee-job match in­
volved in criterion related validation makes this strategy impractical. 
The employers have also found the complexity of the construct 
validation strategy too great to use in validating personnel selection 
procedures. 
The elimination of the predictive and construct validation 
strategies has left employers with content validation, a procedure that 
is based on a panel of experts' knowledge about the job under study and 
looks at the critical and frequent behaviors performed as a part of 
the job and not a set of criteria. Lennon (1956) stresses "Content 
validity is ascribed to the subject's responses rather than to the 
test questions themselves." (p. 296) 
Procedures based on the assumptions of content validity have only 
recently been developed. The different procedures developed by Menne, 
et al. , and by Otteman and Chapman will provide increased utilization 
of this concept, particularly among the public sector employers. 
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Chapter Summary 
Employers are faced with increasing numbers of rules and regula­
tions related to employee selection procedures. The Civil Rights Act 
of 1964 vas established as Bassford (197^ ) states, "To achieve equality 
of employment opportunity for all people and to remove artificial 
barriers for minority group members ... . The key concern should be 
finding the most qualified employees for the jobs that are open." (p. U6) 
To meet these expectations employers are faced with the develop­
ment of valid personnel selection procedures. 
Three strategies, predictive, construct, and content validity, have 
been identified as appropriate strategies for employers to utilize. 
Most employers are finding that only the nonstatistical, content 
validity strategy is practical for them to utilize. Appropriate 
procedures for establishing content validity have only recently been 
developed. As a key element in the establishment of content validity, 
an anaJLysis of the job must be conducted. 
Previous studies of the Extension U-H and Youth Leader have generally 
been limited to an analysis of very broad and general areas of 
responsibility. These studies have shown the following areas as impor­
tant aspects of the professional role of the Extension 4-E and Youth 
Leader: 
1. Planning and evaluating the County i;-H program 
2. Organizing and coordinating clubs 
3. Providing information directly 
4. Training local leaders 
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After consideration of the alternatives, this study has been 
based on the following framework for job analysis. The analysis miist 
identify from those knowledgeable about the Job: 
1. Major duties actually performed 
2. Critical nature of each duty performed 
3. Degree of difficulty of each duty performed 
k. Amount of time spent or frequency of performing each duty 
5. Knowledge, skills, abilities and other characteristics which 
are important for job performance and not learned on the job 
Therefore, this study has been designed to provide a content valid 
base, through job analysis, for the development of a valid personnel 
selection procedure for Extension 4-H and Youth Leaders employed by the 
Iowa Cooperative Extension Service. 
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METHODS OF PROCEDURE 
Introduction 
This study was designed to identify the tasks, and duties per­
formed by the professional Extension U-H and Youth Leaders in Iowa. 
In addition, a determination of the perception of the relative amount 
of time spent performing the tasks and duties and the relative criti-
csility of performing the tasks and duties was made. An additional 
determination was made of the relative difficulty of the duties 
performed. An attempt to relate any identified differences to 
descriptive variables was also made. 
The perceptions of the performed tasks and/or duties of the profes­
sional Extension U-E and Youth Leader were obtained from five groups 
directly involved in the i+-H and Youth program. The five groups 
include : 
1. Extension it-H and Youth Leaders 
2. Area and State Administrators 
3. County Agricultural Extension Council members 
h. U-H Expansion and Review Committee members (County U-H 
Committee) 
5. Club Organizational Leaders 
This chapter describes the methods and procedures utilized in 
this study. This chapter is organized into the following sections: 
(1) Instruments used in the study, (2) Population and sample de­
termination, (3) Collection of data, and (4) Treatment of data. 
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Instruments Used in the Study 
Two instruments were used in this study. The professional staff, 
as part of a national study, completed a lengthy questionnaire de­
veloped "by the American Institute of Research (AIR) (Appendix A). 
Under the direction of AIR, fourteen professional field staff and 
three area extension directors were involved in the preliminary identi­
fication of tasks and duties of County Extension workers. Extension 
staff members from seven other states were also involved in this process. 
AIR collected critical incidents and utilized the Position Analysis 
Questionnaire (1969) to identify tasks and duties which could be 
considered a part of a County Extension worker's position. 
A draft of the preliminary questionnaire was reviewed by adminis­
trators of eight State Extension Services involved in the AIR directed 
study. Additional tasks which had not been included in the preliminary 
questionnaire draft were s\iggested to AIR by this investigator and 
others from Iowa. 
The final questionnaire included four sections. These sections 
were : 
1. Agent "background data 
2. One hundred twenty-five tasks listed under fourteen duty areas 
3. Listing of fourteen duty areas 
4. Listing of knowledge, ability, skills and personal charac­
teristics which the field staff were asked to evaluate as 
necessary to successful accomplishment of this position. 
Section four was deleted from this study. 
The second questionnaire used in this study, which was developed 
by this investigator, was an adaptation of the professional staff 
questionnaire. Two types of questionnaires were tested with a 
43 
representative group of Extension Council members, U-H Expansion and 
Review Committee members and Club organizational leaders from 
three counties in Iowa. 
The first test questionnaire was identical to the questionnaire 
utilized with the professional staff. The test group indicated that 
lay volunteers would not and/or should not be expected to complete 
a questionnaire that would take at least four hours of their time. 
This form was dropped from consideration for use with the lay 
volunteer respondent groups. 
The second test form was section three of the professional 
questionnaire. Added to section three was a listing of the tasks 
which could be considered representative of the fourteen duty areas. 
The test group of lay volunteers suggested that the column 
dealing with relative difficulty of duty be deleted from the ques­
tionnaire before distribution to the volunteer respondent group. Thus, 
the questionnaire utilized with the volunteer lay leaders was an 
adaptation of section three, shortened by the deletion of the column 
dealing with relative difficulty (Appendix B). 
Population and Sample Determination 
Population of the study 
Five respondent groups were identified for inclusion in this study. 
The five groups include: 
1. Extension 4-H and Youth Leaders. The administration of the 
Iowa CES has established professional staff positions responsible 
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for the planning, supervising the execution and evaluation of the 
4-H and Youth programs at the county level. At the time of this 
study, 53 positions were budgeted throughout Iowa. Six of these 
positions were vacant at the time of the study. 
2. Area and State Administration. This group is the combination 
of two groups of administrators directly involved with the 4-H 
Club program in Iowa. The first group is the Area Extension 
Directors (AED). This group has direct personnel supervision of the 
Extension U-H and Youth Leaders and overall program supervision 
of the counties in their area. The director of the Iowa CES has appointed 
the twelve AEDs. All twelve of these positions were included in this 
study. The second group are the members of the State Staff with 
the title of State 4-H Leader and Assistant State U-H Leader. This 
group is responsible for overall statewide direction and guidance 
of the 1+-H and Youth program. Nine individuals have been appointed 
to these positions. 
3. County Agricultural Extension Council. Each county in Iowa 
has a legally constituted body composed of one adult elected from 
each township. This group is responsible for governing the County 
Extension Service in their respective counties. Iowa has one hundred 
Extension Councils as provided by Senate File 198 of the 1955 General 
Assembly of Iowa. 
U-H Expansion and Review Committee (County U-H Committee). 
The implementation of the rules and regulations to implement the 
provisions of Title VI—Eon Discrimination in Federally Assisted 
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Programs of the Civil Rights Act of 19c4 requires that each county 
organize and maintain a broad-based committee known as the U-H 
Expansion and Review Committee. This committee, varying in number 
of members, appointed by the County Agricultural Extension Council, 
is responsible for overall direction and policy determination as 
it relates to the i+-H and Youth programs of the CES. The membership 
is to include youth representatives, minority constituents of the 
county, and adults with a past history of program involvement. 
The exact number of 4-S Expansion and Review Committee members in the 
state of Iowa varies yearly as counties adjust committee size to more 
nearly represent the youth of the county to be served. 
5. 4-H Club Organizational Leaders. The basic unit for conduct­
ing the ongoing 4-H and Youth programs is the local U-H club, normally 
organized in a small geographic area of a county. In rural counties 
this geographic area is often a township. In urban areas, the 
geographic area may be a specific section of a given community. The 
adult leadership of each of these clubs is provided by volunteers 
interested in working with young people. Each club, regardless of 
the number of members, is encouraged to have at least one adult with 
responsibility for the overall functioning and organization of the local 
club. In 1977, records show 3,097 clubs, each with at least one 
U-H club organizational leader. 
Selection of sample 
The selection of the participants of each respondent group was 
achieved as follows: 
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1. Extension i+-H and Youth Leaders. CES staff in the field 
with this title, with the exception of the four Extension i;-H and 
Youth Leaders involved in the development of the original questionnaire, 
were asked to complete the AIR-provided questionnaire. 
2. Area and State Administration. Each of the twelve AEDs and 
nine of the State 4-H staff was asked to complete the first 
three sections of the AIR questionnaire. 
3. For the three volunteer groups (County Agricultural Extension 
Council, 4-H Expansion and Review Committee and k-E Club Organizational 
Leaders), a random selection process was developed. A goal of one 
hundred completed questionnaires for each respondent group was es­
tablished, based on the expectation of a sixty percent return. It 
was suggested that one hundred sixty randomly selected individuals 
be identified in each type of volunteer lay group. The following 
steps were completed to achieve random selection. 
a. Sixty-five counties were identified as being served by 
professional Extension i;-H and Youth Leaders on a one- or 
two-county basis. These counties were listed alphabetically 
and numbered. (The remaining 35 counties of the state are 
served by Area 4-H and Youth Leaders. ) 
b. With computer assistance, a list of twenty random numbers 
was generated. These numbers identified the counties which 
were to be included in the study. The counties selected 
are shown on the map in Figure 3- This resulted in the 
identification of nine counties which have a two-county 
C IVON OKCOtA OICKINOON tMMCT KOMUTH 
h^\aioux\ O'SRIKN, OLAV MtO ALTO g 
wihmcmm womth mitchclJ 
# 
fLVMOUTH CMMO VUTBrVOWONTM 
vooomwmv: I IM I a^ c 
homoma 
lUN 
hvmm14t. 
N 
vcMTen 
C«AV CAMROU. 
wni«NT •r)iAMNu««H MTUEfi I 
HOVAND WiNNieHICK 
IrAYCTTK CLAVTON| 
l«UWCM www I ftMMANAMHmAWANC I MMflbC 
Mccnc I MONS • «TOAV. HANI 
MKL# 
1 • MMR HMMMI 
AOAMA uni ON ClAaNKl 
TAVIM •CCATUM 1 
KHJmaihow HAHAWM 
UICA* WNM EUja <UIU—HW| 
wmmc /wmnoow MM* VMM Man] 
IKC. 
Counties selected 
Figure 3. The twenty counties selected for the study 
v«OOTT« 
48 
professional Extension h-H and Youth Leader, seven counties 
which employ a full-time Extension and Youth Leader 
and four counties with a part-time Extension 1;-H and Youth 
Leader. The counties were located ir eight of the twelve 
Extension Areas with more of the counties located in the 
eastern portion of the state. This area has a higher level 
of population and a larger number of Extension ^ -H and Youth 
Leaders. 
c. The professional staff in the randomly selected counties 
was contacted and asked to provide a list of names and 
addresses of all of the members of the three respondent 
lay volunteer groups. Upon receipt of this list, each group 
was numbered consecutively, starting with number one. 
d. With computer assistance, random numbers were generated 
to select eight members of each of the three respondent 
groups in the twenty selected counties. 
e. This procedure resulted in the identification of one 
hundred sixty County Agricultural Extension Council members, 
one hundred fifty-nine members of the County Î+-H Expansion 
and Review Committee and one hundred fifty-four U-H Club 
Organizational Leaders to receive the q^ uestionnaire. In 
seven cases, individuals held two volunteer positions. When 
this occurred, they were provided only one questionnaire. 
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Collection of Data 
The questionnaries were distributed to the five respondent 
groups during June and July, 19TT, using the U. S. Postal System. 
The procedure and results for each group were as follows: 
1. Extension and Youth Leaders. Questionnaires were 
distributed to the staff the first week of June, 1977- An ex­
planatory letter from this investigator, co-signed by the Director 
of the Iowa CES and a letter from AIR accompanied the questionnaires 
(Appendix C). Ninety-five percent of these questionnaires were 
completed and returned for inclusion in this study. 
2. Area and State Administration. Twenty-one AIR-developed 
questionnaires were distributed to this group on July 8, 1977. 
An explanatory letter from this investigator accompanied the 
questionnaire (Appendix D). The instructions asked that they complete 
only sections one, two and three of the AIR questionnaire. One 
hundred percent of these questionnaires were completed and returned 
for inclusion in this study. 
3- For the three volunteer lay groups, the investigator-
developed questionnaire fnd p-xi explanatory letter were prepared and 
printed (Appendix E). Each questionnaire was assigned an individual 
identification number which was used for record purposes only. This 
number was removed from all completed questionnaires upon return to 
this investigator. 
a. A post card briefly explaining the project and alerting 
the selected volunteer that a questionnaire would be arriving 
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shortly was mailed the last of June, 1977 (Appendix ?). 
This was accomplished to al;»rt the volunteers to Uvils. for 
the questionnaire that was mailed in an 8 x 11 brown 
penalty privilege envelope. (Penalty privilege is extended 
to professional Extension employees on federal appointment.) 
Without previous awareness, this investigator was concerned 
this envelope mifiht be regarded lightly. 
b. The questionnaire and explanatory letter were mailed 
on July 5, 1977, from the Ames downtown U. S. Post Office. 
It is interesting to note that one respondent indicated 
that the blank questionnaire was not delivered until July 30, 
1977» three weeks after sending. (Many eastern lowans 
reported late delivery of the questionnaire.) 
c. A reminder card was sent on July 27, 1977j to the volun­
teers who had not returned the questionnaire by that time 
(Appendix G). 
d. A letter with extra questionnaires was also sent to the 
County Extension Directors and County Extension and Youth 
Leaders, along with the names of those who had not completed 
the questionnaire as of July 27, 1977. It was the intent 
of this investigator to have the County Extension Worker in 
each respective county contact those who had not responded 
for a last effort to return the questionnaire (Appendix E). 
Questionnaires were returned to the investigator in postage-
provided envelopes with results shown in Table 1. 
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Table 1. Questionnaire return analysis 
No. 
Sent 
No. 
Returned 
No. 
Usable 
Percent 
Returned 
Percent 
Usable 
County Agricultural 
Extension Council 
Members 160 121 116 75.6 72.5 
4-H Expansion and 
Review Committee 
Members 159 116 112 72.9 70.U 
U-H Club Organiza­
tional Leaders 154 110 103 71.k 66.8 
Unidentifiable and 
Unusable (identifi­
cation number removed 
before returning) 5 
Totals 473 352 331 69.9 
Twenty-one respondents returned incomplete questionnaires. In 
most cases they indicated that they did not have the time or sufficient 
knowledge about the i+-H and Youth position to complete the questionnaire. 
It should be noted that this investigator is aware that the questionnaire 
was distributed during a very busy period for farm families with harvests 
of oats and hay crops, as well as fair preparation for most families, 
rural and urban, who are involved in the h-E program. 
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Treatment of Data 
The completed questionnaires were coded and the results punched 
onto eighty-column computer cards. Each of the professional staff 
questionnaires required six data cards while The lay volunteer 
groups' questionnaires were punched onto one card. The decks were 
statistically treated in relation to the various variables. The 
data were statistically treated with several statistical procedures. 
The procedures utilized were: 
1. A two-point nominal response scale was used to record dif­
ferences in perception of the respondent groups of the 125 tasks and 
l4 duty areas performed by the Extension 1+-H and Youth Leader. Chi 
Square statistical procedures were used to determine statistical 
significant differences. (Nie, et al., 1975> P- 223) This procedure 
was used to test null hypotheses one and four. 
2. A nine-point (one to nine) response scale was used to 
record differences in perception of the respondent groups for 
the remainder of both questionnaires. 
a. To determine if there were differences in perception 
between the Extension U-H and Youth Leader and the Area and 
State Administrators as to the amount of time spent per­
forming the tasks, relative criticality and relative diffi­
culty of the tasks and duties, the students t-test was used. 
(Me, et al., 19T5, p- 269) This procedure was used to test the 
data related to null hypotheses two, three and seven. 
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b. To determine if there were differences in perceptions 
among the five respondent groups as to the relative anjouiît 
of time spent performing each duty, and the relative 
criticality of each duty, a one-way classification analy­
sis of variance procedures was used. (Nie, et al., 1975, 
p. k22) The one-way classification analysis of variance 
procedures was supplemented on those items where signifi­
cant differences were determined. Duncan's Multiple Range Test 
was utilized to determine which specific group or groups dif­
fered. (Nie, et al., 1975, ?. ^ 2J) These procedures were used 
to test the data related to null hypotheses five and six. 
This will he referred to as Duncan's test throughout the 
remainder of this paper. 
3. In addition to the above statistical treatments, appropriate 
descriptive statistical data such as mean, standard deviation and rela­
tive percentages were used to further describe the results of this study. 
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FINDINGS 
The fourth chapter contains the findings of this study, comparing 
perceptions of the respondent groups to the role of the professional 
Extension k-E and Youth Leader as performed for the Iowa CES. These 
respondent groups were classified as Extension Youth Leaders, Area 
and State Administrators, members of County Agricultural Extension 
Councils, members of Expansion and Review Committees and U-H Club 
Organizational Leaders. These findings will be explained primarily 
through the use of tables with acconroanying discussion. 
As outlined in Chapter one, this investigation was designed to 
seek answers to the following questions; 
1. What are the specific tasks associated with the broad 
duties performed by Extension U-H and Youth Leaders? 
2. What is the relative amount of time spent by Extension 1+-H 
and Youth Leaders performing each task? 
3. How critical are the tasks performed by Extension and 
Youth Leaders? 
4. What are the broad duties performed by Extension and 
Youth Leaders? 
5. What is the relative amount of time spent performing each 
duty performed? 
6. How critical are duties performed by Extension 4-H and Youth 
Leaders? 
7. How difficult are the duties performed by Extension U-H and 
Youth Leaders? 
8. Do the following factors alter the respondents' perceptions 
of the role of Extension U-H and Youth Leaders? 
a. Position of respondents 
b. Number of years in present position 
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c. Sex classification 
d. Educational level completed by respondents 
e. Type of geographical assignment of the professional 
Extension and Youth Leaders 
f. Prior experience as a U-H member 
The first part of this chapter •will reviev descriptive statistics 
reported by the respondent groups and -will summarize these findings. 
The second part of the chapter will review the statistical analysis 
developed for the hypothesis dealing with the task analysis. The 
third section will review the statistical analysis developed for the 
hypothesis dealing with the duty areas. 
Description of Respondents 
Number of years in present position 
The respondents were asked to indicate the length of time they 
had held the position considered in this study. Three categories of 
responses were available. The results which were obtained are reported 
in Table 2. 
The Chi Square statistical procedure test of independence showed 
a statistically significant difference in the distribution of the 
three volunteer groups from what was expected. The largest variation 
between the actual distribution and the expected distribution for the 
volunteer respondents occurred with the U-H Club Organizational Leaders 
with four or more years of service. There are twenty-six more respond­
ents included in this category than were expected. 
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Table 2. Nmiber of years in present position 
Position dumber of Respondents with Service of: 
Less than One to Four or 
one year three more 
years years TptaJ. 
Volunteer Leaders 
County Agricultural 
Extension Council Members 32 71 13 ll6 
4-H Expansion and 
Review Committee 
Members lil 1:8 23 112 
4-H Club Organiza­
tional Leaders 13 35 55 103 
Professional Staff 
Extension 4-H and 
Youth Leaders 
Area and State 
Administrators 
TOTAL 
Significance =<.001 - 3 volunteer 
leader 
groups 
7 Ik 
3 
96 
2h.k% 
170 
k3.3% 
20 4l 
16 
127 
32.3% 
21 
393 
100% 
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The next group with the "biggest variation was the members of 
the County Agricultural Extension Councils with four or more years 
of service. This group was composed of l8 fewer respondents than 
was expected from the normal distribution. 
It must be recognized that the Extension Council members are 
elected for a two-year term and can serve for a total of four years 
if reelected for a second two-year term. 4-H Expansion and Review 
Committee members are generally on a rotating term basis of three to 
five years, depending on the particular county policy. There is no 
restriction on number of years an individual can serve as a U-H Club 
Leader or be employed as a professional with the Iowa CES, excluding 
mandatory retirement. 
Sex classification 
The respondents were asked to report their sex classification. 
The results obtained are shown in Table 3-
The Chi Square statistical procedure test of independence showed a 
statistically significant difference in the distribution of the three 
volunteer groups from what was expected. 
Two areas contributed to the significant difference. The largest 
variation between the actual distribution and the expected distribution 
for the volunteer respondents occurred with the County Agricultural 
Extension Council members. Nineteen more males were among the respond­
ents than were expected. However, Extension Councils have always seen 
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Table 3. Sex classification 
Position Male Female Total 
Volunteer Leaders 
County Agricultural 
Extension Council Members 
4-H Expansion and 
Review Committee 
Members 
h-E Club Organiza­
tional Leaders 
78 
52 
37 
38 
60 
66 
116 
112 
103 
Professional Staff 
Extension 4-H and 
Youth Leaders 
Area and State 
Administrators 
TOTALS 
2k 
18 
209 
53.22 
17 
_3 
I8k 
46.8% 
Ui 
21 
393 
1003 
Significance = <.001 - 3 volun­
teer 
leader 
groups 
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far greater numbers of men than women elected to these positions be­
cause of the strong agricultural education program emphasis. 
The next group with a large variation was the U-H Club Organiza­
tional Leaders which had fourteen more female respondents than were 
expected. There is a larger number of girls' clubs than boys' i+-H 
clubs in the state of Iowa. This was reflected in the random sample 
drawn since a higher number of females were selected as U-H Club 
Organizational Leaders for this study. It should also be pointed out 
that the Extension and Youth Leader position, while gradually 
changing, has previously been male dominated. 
Educational level completed by respondents 
The respondents were asked to report the level of education they 
had completed. Five categories of responses were available. The 
results obtained are listed in Table U. 
The Chi Square statistical procedure test of independence showed 
that there was no statistically significant difference noted in the 
actual distribution from the expected distribution for the three 
volunteer leader groups. 
The analysis of Table 1+ indicates that the educational level of the 
respondent groups is high- For all the respondents, 58.2 percent have 
some training beyond high school. For the volunteer groups, 50.1 
percent of the respondents have formal education beyond high school.• 
The 4-E Expansion and Review Committee shows three percent of the 
respondents as completing eleventh grade or less. The membership of 
the ii—H Expansion and Review Committee does include representatives of 
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Table 4. Educational level completed by respondents 
Position îfumber of Respondents: 
Group 1^  Group 2^  Group 3^  Group Total 
Volunteer Leaders 
County Agricultural 
Extension Council 
Members 
4-H Expansion and 
Review Committee 
Members 
Club Organiza­
tional Leaders 
10 
53 
hi 
hi 
38 
27 
28 
23 
28 
23 
ll6 
112 
103 
Professional Staff 
Extension i+-K and 
Youth Leaders hi Ul 
Area and State 
Administrators 
TOTALS 
_0 
17 
_0 
Ihl 
_0 
93 
21 
136 
21 
393 
4.3% 37.4% 23.7% 34.6% 100% 
Significance = .220 - 3 volunteer leader 
groups 
G^roup 1 = Respondents who completed 11th grade or less ; Group 2 = 
Respondents who are high school graduates; Group 3 = Respondents who 
have a trade, business or technical school diploma or one to three 
years of college; Group 4 = Respondents who have 4-year college degrees 
and/or graduate degrees. 
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youth served by the 4-H program. Therefore, the three percent could 
/ include I4—H members presently serving on this committee and currently 
attending high school. 
Type of geogra-phical assignment of the -professional Extension 4-H and 
Youth Leaders 
The respondents were asked to report the type of assignment held 
by the Extension U-K and Youth Leaders in their respective counties. 
Four choices were available. The results are shown in Table 5. 
The Chi Square statistical procedure test of independence did 
not show a statistically significant difference from the expected 
distribution for the volunteer leader respondent group. 
When comparing the percentages of respondents from the 20 counties 
in this study categorized by the type of assignment of the professional 
Extension and Youth Leader with the actual distribution of the pro­
fessional Extension and Youth Leaders in those counties by nature of 
assignment, it was noted that the two percentages were nearly identical. 
Prior experience as a k-E member 
The respondents were asked to indicate if they had been a 4-H 
club member when they were of k-E club age. A yes-no response choice 
was available. The results obtained are shown in Table 6. 
Utilizing the Chi Square statistical procedure test of independence, 
there was no statistically significant difference noted in the actual 
distribution from the expected distribution. 68% of the volunteer 
leader respondents reported experience as a club member. 
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Table 5- Type of geographical assignment of the professional Extension 
U-H and Youth Leaders 
Position Less than Full-
Full-time Time 
One One 
County County 
Full- Total 
Time 
Two 
County 
Volunteer Leaders 
County Agricultural 
Extension Council 
Members 
J+-H Expansion and 
Review Committee 
Members 
4-H Club Organiza­
tional Leaders 
TOTAL 
30 
23 
26 
79 
37 kg 116 
38 51 112 
 ^  ^ 103 
112 Iko 331 
23.9% 33.8% 42.3% 100% 
Significance = .803 - 3 volunteer leader 
respondent groups 
Number and percent 
of counties in the 
study U 
20% 
7 
35% 
9 20 
100% 
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Table 6. Prior experience as a U-H member 
Positions Yes No Total 
Volunteer Leaders 
County Agricultural 
Extension Council Members 
i+-H Expansion and 
Review Committee 
Members 
U-H Club Organiza­
tional Leaders 
79 
80 
67 
37 
32 
36 
ll6 
112 
103 
Professional Staff 
Extension 4-E and 
Youth Leaders 
Area and State 
Administrators 
TOTAL 
32 
lU 
272 
69.2% 
JL 
121 
30.82 
1+1 
21 
393 
100% 
Significance = .6oU - 5 re­
spondent 
groups 
.603 - 3 vol­
unteer leader 
groups 
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Section One Summary 
Utilizing the descriptive statistics available, the following 
descriptions of the respondent groups are suggested: 
1. County Agricultural Extension Council members. The majority 
of members of this group who responded to the questionnaire could be 
described with the following characteristics: 
a. One to three years of service on the Extension Council. 
6l percent of the study respondents had served this period 
of time. 
b. Completed some formal training above the high school level. 
52 percent of the respondents had schooling above high 
school completion. 
c. Male 
67 percent of the respondents were male. 
d. Prior 1+-H member experience 
68% of the council members responding to the questionnaire 
had been members. 
2. U-K Expansion and Review Committee members. The majority of 
the members of this group who responded to the questionnaire could be 
described with the following characteristics: 
a. One to three years on the U-H and Expansion Review Committee 
with a greater tendency to serve fewer years than do the 
Extension Council members. 
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k2 percent of the respondents served one to three years 
while 36 percent of the members served one year or less. 
b. Completed at least a high school education with the 
tendency to complete additional training beyond high 
school. 
I4.9 percent of the respondents had education above the 
high school level. 
c. Female 
53 percent of the respondents on the li-H and Expansion 
Review Committee were female. 
d. Prior 4-H member experience 
71 percent of the and Expansion Review Committee 
members responding to the questionnaire had been U-H 
members. 
3. Club Organizational Leaders 
a. Four or more years of being a U-H leader 
53 percent of the respondents reported that they have 
served four or more years. An additional 3^  percent of 
the respondents have served one to three years. 
b. Completed some formal training above the hi^  school level 
1+5 percent reported a high school education while an addi­
tional 49.5 percent reported training beyond high school. 
c. Female 
6k percent of the respondents in this group were female . 
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d. Prior U-H member experience 
65 percent had experience as a member. 
The descriptive data of the professional staff revealed the follow­
ing characteristics: 
1. Extension i+-K and Youth Leader 
a. Four or more years of service to the position occupied. 
i+8.8 percent reported service of four or more years with 
an additional 3h.l% having one to three years of service. 
b. Completed a bachelor's degree program 
100 percent of the respondents have at least a bachelor's 
degree and 32 percent have a master's degree. 
c. Male 
58 percent of the professional staff at the time of this 
study are male. 
d. Prior U-H member experience 
78 percent reported experience as a U-H member during 
their youth. 
2. Area and State Administrators 
a. Four or more years of service to the position occupied. 
76 percent of the administrators have held this position 
for this length of service. 
b. Completed a graduate degree program 
All of the Area and State Administrators have at least 
a master's degree as a minimum requirement for this posi­
tion. Two respondents hold Ph.D. degrees. 
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c. Male 
85 percent of the Area and State Administrators at the 
time of this study were male. 
d. Prior member experience 
66.7 percent indicated former 4-H membership. 
Tests of Hypotheses - Task Analysis 
The first section of the professional staff questionnaire related 
to an analysis of 125 tasks and was divided into fourteen duty areas which 
might be performed by Extension U-H and Youth Leaders. This investigator 
has grouped the fourteen duty areas into three general categories to aid 
in the summarization discussion of the hypotheses. 
The three categories and respective duty areas are: 
1. Program Related 
Duty 1 Assess Community Needs 
Duty 2 Prepare Anjiual Plan of Work 
Duty 8 Evaluate Program Effectiveness 
Duty 9 Report Activities, Impact, and Accomplishments 
Duty 10 Develop^  and Maintain Public Relations 
Duty 11 Develop and Maintain Staff Relationships within the 
Extension Service, the University, and the State and 
Federal Departments of Agriculture 
Duty lU Supervise Staff 
2. Program Execution 
Duty 3 Prepare Specific Program Plans 
Duty U Conduct Programs 
Duty 5 Respond to Client Requests for Specific Information 
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Duty 6 Respond to Client Requests for Technical Assistance 
Duty 7 Recruit, Train, and Utilize Lay Leaders 
3. Administrative 
Duty 12 Maintain and Increase Personal Professional Competencies 
Duty 13 Perform Administrative Functions 
Three hypotheses are related to the analysis of the 125 tasks. 
The general form of the null hypothesis will be rejected if ten or more 
of the tasks are found to be significantly different utilizing the .05 
level of significance. 
Hypothesis one - Is task performed? 
The first hypothesis states: There is no significant difference 
between the Extension 4-H Leaders' and their Area and State Adminis­
trators' perceptions of the tasks within each duty performed by the 
Extension U-H and Youth Leader. 
Using the Chi Square procedures, the 125 task statements were 
analyzed for differences between Extension U-H and Youth Leaders and 
Area and State Administrators. The null hypothesis was rejected when the 
position of the respondents was the independent variable. The null hy­
pothesis was rejected for 13 of the 125 task statements where significant 
differences were noted. These 13 tasks can be divided into two groups. 
The first group is conç)osed of six tasks. Over 51 percent of the 
Extension U-H and Youth Leaders indicated they performed these 
tasks. The null hypothesis for these six tasks was rejected as 
in each task a significantly larger number of Area and State Adminis­
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trators indicated that the task should be included as part of the job. 
Che six tasks are identified in Table J. 
The second group is composed of seven tasks which fewer than 51 
percent of the Extension 4-H Youth Leaders indicated that they 
performed. A significantly greater number of Area and State Adminis­
trators perceived the tasks as being performed. Thus, the null hypoth­
esis was rejected for these seven tasks. The seven tasks are identified 
in Table 8. 
The differences in perception of the 13 tasks which are shown in 
Tables 7 and 8 were concentrated into five of the fourteen duty areas. 
There were no significant differences noted for the tasks in the other 
nine duty areas. It should be further noted that 11 of the 13 tasks are 
clustered in three of the duty areas. These areas are: Respond to 
Client Requests for Technical Assistance; Evaluate Program Effectiveness; 
Perform Administrative Functions. 
Duty Area, Respond to Client Requests for Technical Assistance, is 
composed of nine tasks of which three showed significant differences. 
The nine tasks in this duty area were performed by generally fewer 
Extension 4-H and Youth Leaders than any of the tasks of the other 13 
duty areas. 
Duty Area, Evaluate Program Effectiveness, had three of its six 
tasks performed by significantly fewer Extension l^-E and Youth Leaders 
than perceived by the Area and State Administrators. This occurred even 
though more than 51 percent of the Extension I4-E and Youth Leaders indi­
cated they performed the tasks. 
Table 7- Tasks performed by 51 percent or more of Extension 1+-H and Youth Leaders where statisti­
cally significant differences between professional staff groups were noted 
Duty Area Task 
. a 
Group 1 
No. Percent 
Group 2 Probabil-
No. Percent ity Level 
Assess Community 
Needs 
Evaluate Program 
Effectiveness 
Maintain and Increase 
Personal Profes­
sional Competencies 
Perform Adminis­
trative Functions 
Educate community 
on needs and 
priorities 
Obtain quantity and 
quality measures 
Assess interest of 
other groups of 
repeat of program 
or follow-on 
Assess subsequent 
behavior changes 
Take formal edu­
cation courses 
Represent program 
areas in adminis­
trative decisions 
2U 
28 
25 
29 
28 
26 
58.5 
68.3 
6i.o 
TO.7 
68.3 
63. k 
20 
21 
19 
21 
21 
19 
95.2 
100 
90.5 
100 
100 
90.5 
.01 
.02  
.01+ 
.02 
.02 
.05 
G^roup 1 = Extension and H-H and Youth Leaders who indicated task was performed. 
G^roup 2 = Area and State Administrators who indicated expectation that task should be per­
formed • 
Table 8. Tasks performed by fewer than 51 percent of Extension U-H and Youth Leaders where statis­
tically significant differences between professional staff groups were noted 
Duty Area Task Group 1^  Group 2^  Probabil-
No. Percent No. Percent ity Level 
Respond to Client 
Requests for Tech­
nical Assistance 
Perform Adminis­
trative Functions 
Evaluate implica- 19 U6.3 l6 76.2 
tiens of possi­
ble alternative 
with respect to 
client's situation 
Demonstrate proce- lU 3'k1 lU 66.7 
dures if necessary 
Follow up results and 18 '•3.9 l6 76.2 
evaluate impact of 
assistance given 
See that office equip- 5 12.2 10 U7.6 
ment is maintained 
Ensure that County 9 22.0 12 57.1 
Extension Office is 
in compliance with 
EEO requirements 
Provide information 11 26.8 10 85.7 
for budget prepa­
ration 
Serve on office 13 31.7 17 81.O 
committees 
.05 
.OU 
.01* 
.01 
.02 
<.001 
.001 
®'Group 1 = Extension and U-H Youth Leaders who indicated task was performed. 
G^roup 2 = Area and State Administrators who indicated expectation that task should be performed. 
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Duty Area, Perform Administrative Functions, had five of the 
13 tasks showing significant differences. 
As reported earlier, each of these tasks with significant differ­
ences was perceived performed by a significantly larger number of Area 
and State Administrators than by the Extension and Youth Leaders. 
Another area of interest to this investigator is the tasks 
which most of the Extension U-H and Youth Leaders indicated they per­
formed and to which the Area and State Administrators indicated general 
agreement. 
In Table 9, 53 tasks are identified which both professional 
groups perceived as being performed by at least 90 percent of the 
Extension U-H and Youth Leaders. There were no significant differences 
noted in these 53 tasks. 
Table 9- 53 tasks which both professional groups perceive as being 
performed by 90 percent or more of the Extension 4-E and 
Youth Leaders 
Duty Area Task 
Assess Community Needs Review past program interest and 
results, including requests for 
assistance 
Prepare Annual Plan of Work Review prior narrative and statisti­
cal reports 
Review, up-date, or prepare long-range 
plan 
Select program topics 
Select teaching methods 
Consult advisory committee and other 
community leaders in preparation and 
review of plan of action 
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Table 9, continued 
Duty Area Task 
Coordinate plans with other local 
staff and supporting staff 
Schedule programs on calendar 
Code plan according to EMIS codes 
Prepare Specific Program Plans Determine objectives and audience 
for program 
Review available materials and secure 
additional materials if needed 
Identify resource personnel and assign 
responsibilities 
Determine most effective learning 
strategies and experiences for 
subject and specific audiences 
Set schedule 
Plan for personnel, facilities, equip­
ment and publicity 
Ensure that programs will be in com­
pliance with relevant policies and 
regulations 
Plan program evaluation 
Communicate and coordinate plans 
with other staff 
Conduct Programs Prepare and issue announcements 
Obtain speakers, materials, equipment, 
handouts 
Conduct educational programs 
Lead discussions 
Evaluate programs 
Respond to Client Requests Question client to determine full 
for Specific Information nature of the problem 
Refer client to source of information 
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Table 9» continued 
Duty Area Task 
Recruit, Train, and Utilize 
Lay Leaders 
Determine type and number of lay 
leaders needed 
Consult advisory committee members 
or other key people in the community 
for nominations and assistance in 
recruiting leaders 
Discuss with potential leaders what 
is expected of them and how they csn 
contribute 
Identify or assist leaders in identi­
fying training needs 
Plan and conduct training sessions 
Assign program responsibilities to 
lay leaders 
Provide continuing support, training, 
and guidance to lay leaders 
Provide appropriate recognition for 
lay leaders 
Report Activities, Impact, 
and Accomplishments 
Develop and Maintain 
Public Relations 
Assemble data to be included in 
report 
Report statistical data on EMIS 
according to codes 
Identify individuals and groups 
whose support is important to the 
Cooperative Extension Service 
Develop and maintain working rela­
tionships and rapport with key in­
dividuals 
Develop and maintain working rela­
tionships and rapport with mass 
media 
Prepare publicity articles 
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Table 9» continued 
Duty Area Task 
Develop and Maintain Staff 
Relationships within the Ex­
tension Service, the Univer­
sity, and the State and Fed­
eral Departments of Agricul­
ture 
i"Iaintain and Increase 
Personal Professional 
Competencies 
Perform Administrative 
Functions 
Provide information requested 
Respond to requests from other counties 
Share information with other agents 
and with university personnel 
Coordinate programs through appro­
priate channels with other juris­
dictions 
Keep administration informed of 
results, problems, and progress 
Learn roles of ES, University, and 
Department of Agriculture and use 
their services 
Cooperate with other county. State 
and Federal agencies and organizations 
Evaluate personal areas of strengths 
and weaknesses 
Read relevant periodicals, publica­
tions 
Participate in training conferences, 
workshops 
Participate in professional organi­
zations and meetings 
Learn how to use equipment needed 
for programs 
Participate in staff meetings 
Ensure that program operations are 
in compliance with affirmative 
action requirements 
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A summary of the number of tasks from each area that are per­
ceived as being performed at the 90 percent or above level by both 
professional groups is presented in Table 10. The majority of the 
tasks shown in Table 10 are concentrated in seven duty areas. Three of 
these seven duty areas are included in the category of program execution, 
three in the category of program related, and one duty area in the ad­
ministrative category. 
Table 10. Number of tasks perceived performed at the 90 percent or 
above level by both professional groups summarized by 
duty areas 
Duty Area 
Number of tasks ITumber of tasks 
at 90^ or above in duty area 
Assess Community Needs 
Prepare Annual Plan of Work 
Prepare Specific Program Plans 
Conduct Programs 
Respond to Client Requests 
for Specific Information 
Respond to Client Requests for 
Technical Assistance 
Recruit, Train, and Utilize Lay 
Leaders 
Evaluate Program Effectiveness 
Report Activities, Impact, and 
Accomplishments 
Develop and Maintain Public Relations 
1 
8 
9 
5 
8 
0 
9 
12 
13 
10 
6 
9 
12 
6 
5 
8 
7T 
Table 10, continued 
Duty Area 
Number of tasks 
at or above 
Number of teaks 
in duty area 
Develop and Maintain Staff 
Relationships within the Exteû- • 
sion Service, the University, 
and the State and Federal Depart­
ments of Agriculture 7 8 
Maintain and Increase Personal 
Professional Competencies 5 7 
Perform Administrative Functions 2 13 
Supervise Staff _0 
Totals 53 125 
In Appendix I, the results of the task analysis questionnaire 
are reported. 
Hypothesis two - Relative time spent on task if performed 
The professional staff was asked to evaluate the relative 
amount of time spent performing each of the tasks they checked as 
"being performed. These responses were used to test hypothesis 
two which states: There is no significant difference between the 
professional Extension i;-H and Youth Leaders' and their Area and State 
Administrators' perceptions of the relative amount of time spent by 
the Extension U-H and Youth Leader performing tasks within each duty. 
Relative amount of time spent as defined by AIR is the total 
amount of time spent doing the task compared with the amount of time 
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spent on all other tasks performed. A nine-point scale, ranging from 
one as extremely low to nine as extreir.ely high, was used. 
The students t test was used to analyze the responses of the 
two respondent groups. 
The null hypothesis was rejected when the position of the respond­
ents was the independent variable. Applied to the individual task 
statements, the null hypothesis was rejected for 28 of the 125 task 
statements. 
Three areas of interest are noted in this section which are re­
lated to relative amount of time spent. 
The first area of interest is the 28 tasks where significant 
differences were noted. For the twenty-eight tasks identified in Table 
11, it is indicated that the Area end State Administrators evaluated each 
task as consuming significantly less time than did Extension U-H and 
Youth Leaders. The tasks are listed by duty areas with the mean scores 
of the two professional groups and level of statistical significance 
reported. 
The greatest number of differences in perception of time spent 
performing the tasks between the Extension U-H and Youth Leaders and 
the Area and State Administrators was concentrated in four duty areas. 
As indicated in Table 12, 17 of the 28 significantly different tasks 
were noted in the following four areas : Respond to Client Requests 
for Technical Assistance; Develop and Maintain Staff Relationships 
within the Extension Service, the University, and the State and Federal 
Table 11. Tasks with statistical significant differences when comparing relative amount of 
time spent 
Duty Area Task 
Group 1 Group 2 Probabil-
Mean Score Mean Score ity Level^ 
Prepare Annual Plan of Work Review, up-date or pre­
pare long range plan U.921 3.68k .03 P 
Prepare Specific 
Program Plans 
Schedule programs on 
calendar 
Code plan according 
to EMIS codes 
Consult advisory 
committee and other 
community leaders in 
the preparation of 
specific program plans 
Plan material to be 
covered 
Estimate dollar and time 
costs to implement spe­
cific programs 
U.350 
3.567 
5.810 
6.216 
It. 228 
3.1U2 
1.950 
h.kll 
lt.6ll 
2.U1I 
.02 S 
<.001 S 
.01 S 
.01 P 
.001 S 
*Group 1 = Extension I4-H and Youth Leaders. 
^Group 2 = Area and State Administrators, 
'S = Separate t variance; P = Pooled t variance, utilizing the .05 level of significance. 
Table 11, continued 
Duty Area Task 
Respond to Client 
Requests for Technical 
Assistance 
Report Activities, Impact, 
and Accomplishments 
Consult source 
material, specialist 
if necessary 
Demonstrate procedures 
if necessary 
Keep records of requests 
and assistance given 
Follow up results and 
evaluate impact of 
assistance given 
Assemble data to be in­
cluded in report 
Report statistical data 
on EMIS according to 
codes 
Develop arid Maintain 
Public Relations 
Develop, maintain, and up 
date lists for dis­
semination of informa­
tion 
Make visits to promote 
CES programs 
Group 1^ Group 2^ Probabil-
Mean Score Mean Score ity Level 
W.310 
It. ill? 
3.307 
I. tjijij 
5.210 
h.50O 
il. 103 
'1.375 
3.166 
2.71% 
1.71% 
2.062 
3.61t2 
2.71% 
2.578 
3.000 
.03 P 
.01 F 
.Olt P 
<.001 P 
.03 P 
.001 P 
.01 P 
.03 P 
Table 11, continued 
Group 1®" Group 2^ Probabil-
Duty Area Task Mean Score Mean Score ity Level^ 
Develop and Maintain Staff 
Relationships within 
the Extension Service, the 
University, and the State 
and Federal Departments 
of Agriculture 
Provide information 
requested 5.025 3.650 .02 P 
Respond to requests from 
other counties !».6l5 3.157 .03 P 
Share information with 
other agents and with 
university personnel 5.025 3.809 .05 P 
Cooperate with other 
county, State and 
Federal agencies and 
organizations 3.871 2.900 .03 S 
Maintain and Increase 
Personal Professional 
Competencies 
Evaluate personal 
areas of strengths 
and weaknesses 
Develop long-range 
plan for profes­
sional growth 
Participate in pro­
fessional organiza­
tions and meetings 
Take formal education 
courses 
4.923 
4.5^2 
U.815 
U.750 
3.H76 
2.90I1 
3.619 
3.000 
.01 P 
.01 P 
.02 P 
,01 P 
Table 11, continued 
Duty Area Task Group 1^ Group 2^ Probabil-^ 
Mean Score Mean Score ity Level 
Perform Adminis­
trative Functions 
Supervise Staff 
Complete administrative 
reports and vouchers 5.187 2.187 
Participate in staff 
meetings 5-575 H.190 
Set up/maintain filing 
system ^4.318 2.692 
Order supplies 3-960 1.909 
Provide information 
for budget preparation 3.727 2.222 
Make assignments and 
explain duties 5.871 It. 375 
<.001 S 
.02 P 
.OH P 
.001 S 
.Oil P 
.02 P 
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Table 12. Summary of tasks with significant differences in relation 
to relative time spent listed by duty areas 
No. of tasks 
Duty Area with significant 
difference 
Total 
number 
of tasks 
in duty 
Percent of 
tasks with 
significant 
difference 
Prepare Annual Plan of Work 3 12 25 
Prepare Specific Program Plans 3 13 23 
Respond to Client Requests 
for Technical Assistance h 9 itU 
Report Activities, Impact, 
and Accomplishments 2 5 ItO 
Develop and Maintain 
Public Relations 2 8 25 
Develop and Maintain Staff 
Relationships within the 
Extension Service, the 
University, and the State and 
Federal Departments of Ag­
riculture k 8 50 
Maintain and Increase Personal 
Professional Competencies k T 57 
Perform Administrative 
Functions 5 13 38 
Supervise Staff 
TOTAL 
1 
28 
7 14 
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Departments of Agriculture; Maintain and Increase Personal Professional 
Competencies; Perform Administrative Functions. As reported earlier, 
for each of the 28 tasks the Area and State Administrators perceived 
the tasks as consuming significantly less time than the Extension 4-H 
and Youth Leaders. 
The second area of interest included the tasks that were evalu­
ated as consuming above average or greater amount of time based 
on the nine-point rating scale. Utilizing the mean score of 5-5 
or above, twenty tasks were identified. These tasks are reported in 
Table 13 in rank order by mean score of the Extension 4-H and Youth 
Leaders. The mean score and rank order of the tasks as evaluated by 
3he Area and State Adminstrators are reported at the right of the table 
for comparison purposes. 
An analysis of Table 13 indicates that the most time consuming 
tasks are recognized by both professional groups. The rank order 
of the first six tasks is nearly identical with the exception of 
the task ranked fourth by the Extension U-H and Youth Leaders. For 
this task. Plan material to be covered, a significant difference is 
noted. 
There is some similarity to the rank ordered mean scores after 
the first six tasks with the Area and State Administrators perceiv­
ing the tasks as generally consuming less time than do the Exten­
sion U-H and Youth Leaders. 
For only the first three tasks listed in Table 13 did the Area 
and State Administrators perceive the task as consuming more time 
Table 13. Tasks with mean scores above average as perceived by the two professional groups in 
relation to time spent 
Rank by^ 
Group 1 Task Duty 
Group 1^ Group 2" Probabil- Rank by^ 
Mean ity Level^ Group 2 Mean 
Scores Scores 
1 Provide continuing 
support, training, 
and guidance to 
lay leaders 
2 Plan and conduct 
training sessions 
3 Conduct educational 
programs 
^ Plan material to be 
covered 
5 Prepare educational 
program units includ­
ing demonstrations, 
lectures, discussion 
guides, and evalua­
tion instruments 
Recruit, Train, 
and Utilize 
Lay Leaders 
Seune as above 
7.075 7.700 
7.050 7.600 
Conduct Programs 6.675 7.368 
Prepare Specific 6.2l6 b.6ll 
Program Plans 
Same as above 6.I8U 6.I66 
.01 P 27 
Group 1 = Extension U-H and Youth Leaders, 
^Group 2 = Area and State Administrators, 
'S = Separate t variance; P = Pooled t variance, utilizing the .05 level of significance. 
Table 13, continued 
Rank by-
Group 1 Task Duty 
6 Plan for personnel, 
facilities, equipment 
and publicity 
7 Make assignments and 
explain duties 
8 Consult advisory 
committee and other 
community leaders in 
the preparation of 
specific program plans 
9 Lead discussions 
10 Select program topics 
Same as above 
Supervise Staff 
Prepare Specific 
Program Plans 
Conduct Programs 
Prepare Annual 
Plan of Work 
11 Determine most 
effective learning 
strategies and 
experiences for 
subject and specific 
audiences 
Prepare Specific 
Program Plans 
12 Review available 
material and 
secure additional 
materials if needed 
Same as above 
Group 1^ Group 2^ Probabil-^ Rank by^ 
Mean Mean ity Level Group 2 
Scores Scores 
6.000 5.600 6 
5.871 ^.375 .02 P U2 
5.810 It. 1+11 .01 S Uo 
5.789 5.H2I 8 
5.775 5.368 9 
5.681t 14.750 23 
5.650 4.800 22 
Table 13, continued 
Rank by^ 
Group 1 Task 
13 Assist staff in 
program development 
and execution 
lU Coordinate work of 
staff 
15 Develop and maintain 
working relationships 
and rapport with key 
individuals 
16 Participate in staff 
meetings 
17 Participate in train­
ing conferences, 
workshops 
18 Obtain speakers, 
materials, equipment 
handouts 
Group Group 2 Probabil- Rank by^ 
Duty Mean Mean ity Level° Group 2 
Scores Scores 
Supervise Staff 5«617 
Same as above 5.607 
Develop and Main­
tain Public Re­
lations 
Perform Adminis- 5.575 
trative Functions 
Maintain and 5.536 
Increase Personal 
Professional 
Competencies 
U.550 32 
5.333 11 
U.190 .02 F h9 
U.952 20 
5.605 5.238 lU 
Conduct Programs 5.512 h.68k 2k 
Table 13, continued 
Rank by 
Group 1 a Task Duty 
Group 1 
Mean 
Scores 
Group 2 
Mean 
Scores 
\ 
Probabil- Rank by^ 
ity Level^ Group 2 
19 Discuss with potential 
leaders what is ex­
pected of them and how 
they can contribute 
Recruit, Train, 
and Utilize Lay 
Leaders 
5.k73 5.750 
32 Determine priorities Assess Community 5.138 5-523 T 
of needs Needs 
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than did the Extension U-H and Youth Leaders. In addition to these 
three tasks, only nine additional tasks from the total list of 
tasks were perceived by the Area and State Administrators as consuming 
more time. For these twelve tasks rated as consuming more time by 
the Area and State Administrators, seven were included in the duty 
area of Recruit, Train, and Utilize Lay Leaders. 
The tasks evaluated as consuming above average amount of time 
were likewise concentrated in nine of the lU duty areas. These are 
reported in Table l4. 
Twelve of the eighteen tasks, or 66 percent rated as consuming 
above average or greater amount of time as evaluated by the Exten­
sion 1+-H and Youth Leaders are associated with only three duty 
areas. These three duty areas fall into the two broader categories 
of program related and program execution. 
The third area of interest is the tasks that were evaluated as 
consuming low or less amount of performance time. Forty-five tasks were 
identified with a mean score of 3.5 or below, based on the evaluation of 
the relative amount of time spent by the two professional groups. These 
tasks and related duty areas, in rank order of mean score from low to 
high based on the evaluation by Extension i;-H and Youth Leaders, are 
identified in Table 15. The mean score and rank order, as evaluated by 
the Area and State Administrators is reported for con^arison purposes. 
As reported in Table 15, only nine tasks were identified as consum­
ing a relatively low amount of performance time as perceived by the 
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Table l4. Summary of tasks consuming above average amount of time, 
5.5 or more, listed by duty areas 
No. of tasks requiring 
above average time Total no. 
Duty Area ^ of tasks in 
Group 1 Group 2 duty area 
Assess Community Needs 
Prepare Annual Plan of Work 
Prepare Specific Program 
Plans 
Conduct Programs 
Recruit, Train, and Utilize 
Lay Leaders 
Develop and Maintain 
Public Relations 
Maintain and Increase 
Personal Professional 
Competencies 
Perform Administrative 
Functions 
Supervise Staff 
Totals 
1 9 
1 12 
62 13 
3 1 10 
2 3  1 2  
1 8 
1 7 
1 13 
3 _ 7 
18 7 
^Group 1 = Extension U-H and Youth Leaders. 
^Group 2 = Area and State Administrators. 
Table 15. Tasks which rated 3.5 or lower, based on mean score, on relative time spent 
Rank by ^ 
Group 1 Task Duty 
Group 1^ Group 2 Probabil- Rank by^ 
Mean Mean ity Level*^ Group 2 
Scores Scores 
1 Obtain insurance cover­
age for groups and 
clubs if necessary 
2 Review demographic 
data about community 
3 Serve on office 
committees 
U Keep records of re­
quests and informa­
tion given 
Keep records of 
requests and 
assistance given 
Learn how to use 
equipment needed 
for programs 
Conduct Programs 2.970 2.058 
Assess Community 3.000 2.857 
Needs 
Perform Adminis- 3.076 2.29^ 
trative Functions 
Respond to Client 3.133 2.333 
Requests for 
Specific In­
formation 
Respond to Client 3.307 1.71*1 
Requests for 
Technical Assist­
ance 
Maintain and In- 3.325 2.U00 
crease Personal 
Professional 
Competencies 
2h 
9 
10 tie 
,O!4 P 
12 
^Group 1 = Extension 4-H and Youth Leaders. 
^Group 2 = Area and State Administrators. 
S - Separate t variance: P = Pooled t variance, utilizing the ,05 level of significance. 
Table 15, continued 
Rank by 
Group 1 a Task Duty 
Group 1^ Group Probabil- Rank by^ 
ity Level^ Group 2 Mean 
Scores 
Mean 
Scores 
Allocate person-days 
in each area 
Facilitate communi­
cation between client 
and specialist 
Prepare Annual 3.^50 2.666 
Plan of Work 
Respond to Client 3.^81 3.^73 
Requests for 
Technical Assist­
ance 
tie 15 
tie h2 
9 Review prior narrative 
& statistical reports 
10 Code plan according 
to EMIS codes 
11 Determine how effective­
ness will be evaluated 
12 See that office equip­
ment is maintained 
I'l Learn roles of ES, 
University, and 
Dept. of Agri­
culture and use 
their services 
Prepare Annual 3.'187 
Plan of Work 
Same as above 3.567 
Same as above 3.583 
2.800 
1.950 <.001 S 
3.333 
20 
Perform Administra- 3.600 I.9OO 
tive Functions 
Develop and Main- 3.650 2.809 
tain Staff Rela­
tionships within 
the ES, the Uni­
vers ity, and the 
State and Fed. 
Depts. of Ap,. 
39 
21 
Table 15, continued 
Rank by 
Group 1^ Task 
Group 1 
Duty Mean 
Scores 
Group 2 
Mean 
Scores 
Probabil­
ity Level^ 
Rank by^ 
Group 2 
15 Participate in staff 
performance apprais­
al activities 
Perform Adminis­
trative Functions 
3.678 2.833 22 
l6 Provide information 
for budget preparation 
Same as above 3.727 2.222 .04 F 8 
IT Determine whether 
significance or 
frequency of ques­
tion merits special 
program or activity 
Respond to Client 
Requests for 
Specific Infor­
mation 
3.76k 2.842 23 
18 Assess community 
resources, facilities, 
and services 
Assess Community 
Needs 
3.812 3.U28 i»0 
20 Cooperate with other 
county, State and 
Federal agencies 
and organizations 
Develop and Main­
tain Staff Re­
lationships with­
in the Extension 
3.871 2.900 .03 S 25 
Service, the Univer­
sity, and the State 
and Fed. Depts. of Ag . 
2h Order supplies Perform administra- 3.9^0 1.909 .001 S 3 
tive Functions 
Table 15, continued 
Rank by^ 
Group 1 Task Duty 
25 Solicit funds 
tie from donors 
for programs as 
necessary 
25 Assess interest 
tie of other groups for 
repeat of program or 
follow-on 
Conduct Programs 
Evaluate Program 
Effectiveness 
25 Visit location/client 
tie if necessary 
Respond to Client 
Requests for 
Technical 
Assistance 
30 
31 
tie 
3h 
Participate in recruit­
ing, hiring, and 
training activities 
Develop, maintain, and 
up-date lists for 
dissemination of 
information 
Demonstrate procedures 
if necessary 
Perform Administra 
tive Functions 
Develop and Main­
tain Public 
Relations 
Respond to Client 
Requests for 
Technical 
Assistance 
Group 1 Group 2 Probabil- Rank by^ 
Mean Mean ity Level^ Group 2 
Scores Scores 
H.OOO 2.666 15 tie 
It.000 3.157 3)4 tie 
It.000 3.000 27 tie 
H.loo 3.052 30 
14.103 2.578 .01 P 111 
k.lk2 2.71b .01 P 18 tie 
Table 15, continued 
Rank by-
Group 1^ Task 
37 Disseminate reports 
tie to appropriate 
persons and groups 
39 Develop, maintain 
and up-date lists 
for dissemination 
of information 
1+0 Estimate dollar and 
time costs to imple­
ment specific programs 
k2 Suggest alternatives 
to client 
1»3 Prepare and get ap­
proval for budget 
for county program 
UU Evaluate usefulness 
of data for purpose 
intended 
1*5 Consult source material, 
specialist if neces­
sary 
Duty 
Group 1^ Group 2 Probabil-^ Rank by^ 
Mean Mean ity Level Group 2 
Scores Scores 
Report Activities, U.l8l 
Impact, and 
Accomplishments 
Develop and Main- h,222 
tain Public Re­
lations 
Prepare Specific 
Program Plans 
Respond to Client 
Requests for 
Technical 
Assistance 
Perform Adminis- 't.250. 
trative Functions 
3.190 37 
3.1^76 HI» tie 
2.333 10 tie 
4.228 2.411 .001 S 13 
H.230 3.133 32 
Report Activities, I4.28I 
Impact, and Ac­
complishments 
Respond to Client 4.310 
Requests for Tech­
nical Assistance 
3.210 38 
3.166 .03 P 36 
Table 15, continued 
Rank by 
Group 1^ Task 
U6 Question client to 
determine full nature 
of the problem 
U7 Set up/maintain 
filing system 
U8 Schedule programs 
on calendar 
51 Refer client to source 
of information 
52 Make visits to promote 
CES programs 
55 Evaluate implications 
of possible alterna­
tives with respect 
to client's situation 
57 Follow up results 
and evaluate impact 
of assistance given 
Duty 
Group 1^ 
Mean 
Scores 
Group 2 Probabil-^ Rank by^ 
Mean : ity Level Group 2 
Scores 
Same as above U.312 B.UUU Ul 
Perform Adminis- 4.318 
trative Functions 
Prepare Annual 14.350 
Plan of Work 
Respond to Client 14.368 
Requests for 
Specific Infor­
mation 
2.692 .01» p 17 
3.llt2 .02 S 33 
3.^73 1*2 tie 
Develop and Main- U.375 
tain Public 
Relations 
Respond to Client 1|.U21 
Requests for 
Technical Assis­
tance 
Same as above L .LWt 
3.000 .03 P 27 tie 
3.125 31 
2.062 <.001 P 6 
Table 15, continued 
Rank by 
Group 1 Task 
59 Report statistical 
data on EMIS accord­
ing to codes 
62 Develop long-range 
plan for profes­
sional growth 
66 Respond to requests 
from other counties 
69 Take formal education 
courses 
82 Evaluate personal 
areas of strengths 
and weaknesses 
Duty 
Group 1^ Group 2 Probabil- Rank by^ 
Mean Mean ity Level^ Group 2 
Scores Scores 
Report Activities, 
Impact, and 
Accomplishments 
Maintain and In­
crease Personal 
Professional 
Competencies 
Develop and Main­
tain Staff Rela­
tionships within 
the Extension Ser­
vice, the University, 
and the State and 
Federal Depart­
ments of Agriculture 
Maintain and In- ^.750 3.000 .01 P 27 tie 
crease Personal 
Professional 
Competencies 
Same as above '>.923 3.1*76 .01 P UU tie 
U.5OO 2.71b .001 P 18 tie 
l4.5'i2 2.9OI1 .01 P 26 
k.615 3.157 .03 P 3H tie 
Table 1$, continued 
Rank by^ 
Group 1 Task Duty 
Group 1 
Mean 
Scores 
Group 2 
Mean 
Scores 
Probabil- Rank by^ 
ity Level Group 2 
Complete administrative Perform Adminis- $.187 2.187 <.001 S 7 
reports and vouchers trative Functions 
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Extension h-E and Youth Leaders. This is in contrast to h3 tasks 
rated at this level by the Area and State Administrators. The Area and 
State Administrators perceived all tasks as consuming less per­
formance time than did the Extension and Youth Leaders. As was re­
ported in Table 11, 28 significant differences occurred in the 125 tasks. 
Nineteen of the 28 tasks were the tasks with the least amount of time 
spent. 
The tasks evaluated as consuming a low amount of time were spread 
through twelve duty areas. The distribution of tasks by duty area is 
reported in Table l6. 
Appendix I gives the results of the relative amount of time spent 
for each of the 125 tasks by the two professional staff groups. 
Hypothesis three - Relative criticality of task if performed 
The professional staff was also asked to evaluate the relative 
criticality of performing each of the tasks they had checked as per­
formed. Their responses to this section of the questionnaire were used 
to test hypothesis three which states: There is no significant dif­
ference between the professional Extension and Youth Leaders* and 
their Area and State Administrators' perceptions of the relative 
criticality of the tasks performed within each duty by the Exten­
sion ^-K and Youth Leader. 
Relative criticality was defined by AIR as judgment of the relative 
importance of performing the task competently in order to do the total 
job satisfactorily. The same nine-point scale used to evalute time 
spent was used to evaluate criticality. 
100 
Table l6. Summary of tasks consuming a low amount of time, 30 or 
less, by duty area 
•ÎO. of tasks requiring Total no. of 
a low amount of time tasks in 
Duty Area 
a. 1] duty area 
Group 1 Group 2 
Assess Community Needs 
Prepare Annual Plan of Work 
Prepare Specific Program Plans 
Conduct Programs 
Respond to Client Requests for 
Specific Information 
Respond to Client Requests for 
Technical Assistance 
Evaluate Program Effectiveness 
Report Activities, Impact, and 
Accomplishments 
Develop and Maintain 
Public Relations 
Develop and Maintain Staff Re­
lationships within the Exten­
sion Service, the University, 
and the State and Federal 
Departments of Agriculture 
Maintain and Increase Personal 
Professional Competencies 
Perform Administrative 
Functions 
Totals 
1 
2 
1 
1 
2 
5 
1 
2 
3 
1 
3 
k 
9 
9 
12 
13 
10 
6 
6 
5 
8 
8 
7 
13 
Group 1 = Extension 4-E and Youth Leaders. 
Group 2 = Area and State Administrators, 
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The students t test was used to analyze the responses of the 
two professional staff groups. The null hypothesis was rejected when 
the position of the respondent was the independent variable. When 
applied to the individual task statements, the null hypothesis was re­
jected for 16 of the 125 task statements where significant differences 
were noted. 
Three areas of interest will he discussed in this section related 
to relative criticality. The first area is the 16 tasks which were 
rejected by the null hypothesis. These tasks and the associated duty 
areas are identified in Table IT- They are listed by duty areas with 
the mean score as evaluated by the Extension U-H and Youth Leaders as 
well as the mean score of the Area and State Administrators. 
The task. Conduct educational programs, was judged to be among the 
most critical tasks to be performed by both professional groups. While 
the level of criticality showed a significant difference, this task is 
rated as one of the most critical tasks to the position. 
It should be pointed out that 10 of the I6 tasks in Table 17 identi­
fied as being most critical are included in the category of program 
execution. 
The differences in perception of relative criticality occurred in 
9 of the l4 duty areas. The distribution is shown in Table I8. 
The significant differences were concentrated in four of the duty 
areas with the greatest number of differences noted in duty areas 
dealing with Respond to Client Requests for Technical Assistance and 
Develop and Maintain Public Relations. 
Table I7. Tasks with statistical significant differences when comparing relative criticality 
Duty Area 
Assess Community Needs 
Prepare Annual Plan of Work 
Prepare Specific Program Plans 
Conduct Programs 
Respond to Client Requests 
for Specific Information 
Task 
Review past program interest 
and results, including re­
quests for assistance 
Coordinate plans with other 
local staff and support­
ing staff 
Plan material to he covered 
Solicit funds from donors for 
programs as necessary 
Conduct educational programs 
Question client to determine 
full nature of the problem 
Refer client to source of 
information 
Group 1^  Group 2 Proba-
Mean Mean bilit^  
Scores Scores Level 
.05 P 
.OU P 
.02 P 
.01 P 
.03 S 
.Ok P 
.OU F 
U.U76 
6.250 7.150 
6.9kk 5.888 
5.225 3.k66 
7.888 8.631 
6.222 5.157 
6.027 U.9^ 7 
*Group 1 = Extension !*-H and Youth Leaders. 
G^roup 2 = Area and State Administrators. 
°S = Separate t variance; P = Pooled t variance, utilizing the .05 level of significance. 
Table 17, continued 
Duty Area Task Group 1^  Group 2 
Mean Mean 
Scores Scores 
Proba­
bility 
Level 
Respond to Client Requests 
for Technical Assistance 
Recruit, Train, and Utilize 
Lay Leaders 
Develop and Maintain Public 
Relations 
Visit location/client if 
necessary 
Evaluate implications of pos­
sible alternatives with 
respect to client's situation 
Demonstrate procedures if 
necessary 
Follow up results nnd evalu­
ate impact of assistance 
given 
Evaluate performances of lay 
leaders in carrying out pro­
grams 
Prepare publicity articles 
Develop, maintain, and up-date 
lists for dissemination of 
information 
Make visits to promote CES 
programs 
k.769 
5.789 
4.928 
5 .222  
3.29k 
1».125 
3.357 
3.625 
6.»»l4l 5.578 
7.025 6.11»2 
6.069 U.68U 
5.781 Î4.166 
.05 S 
.05 P 
.01) P 
.oh P 
.05 P 
.04 P 
.03 P 
.01 P 
Table 17, continued 
Duty Area Task 
Mean Mean bilit^  
Scores Scores Level 
Develop and Maintain Staff 
Relationships within the Ex­
tension Service, the University 
and the State and Federal De­
partments of Agriculture 
Share information with other 
agents and with university 
personnel 
6.307 5.1%2 .01+ p 
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Table l8. Summary of tasks with signi ficant differences in relation to 
relative criticality by duty areas 
Duty Area 
No. 
with 
di 
of tasks 
significant 
fferences 
Total no. of 
tasks in 
duty area 
Percent of 
tasks with 
significant 
differences. 
Assess Community Needs 1 9 11 
Prepare Annual Plan of Work Ï 12 8 
Prepare Specific Program 
Plans 1 13 7 
Conduct Programs 2 10 20 
Respond to Client Requests 
for Specific Information 2 6 33 
Respond to Client Requests 
for Technical Assistance 4 9 kh 
Recruit, Train, and Utilize 
Lay Leaders 1 12 8 
Develop and Maintain Public 
Relations 3 8 37 
Develop and Maintain Staff Re­
lationships within the Exten­
sion Service, the University, 
and the State ana Federal 
Departments of Agriculture ' _1 8 12 
Total l6 
A second area of interest is tasks that were evaluated as being 
above average or greater in terms of relative criticality. Utilizing 
the mean scores of 5.5 or above, 86 tasks were identified by the Ext en-
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sion U-H and Youth Leaders while 66 tasks vere identified by the Area 
and State Administrators as being critical to the position. 
Because of the large number of tasks in this area, a higher mean 
score was used for reporting purposes. Only those tasks with a mean 
score of 7-0 and above are reported in Table 19. The tasks are shown 
by rank order by the mean score of the Extension 4-H and Youth Leaders. 
Again, the mean score of the Area and State Administrators and the rank 
order of the tasks based on their scores are reported for comparison 
purposes. 
A review of Table 19 points out that the most critical tasks are 
recognized by both professional groups. There is little similarity 
in rank order following the first six tasks. 
When considering the most critical tasks, those with a mean criti-
cality score of 7.0 or above were found to be clustered within seven 
duty areas. These are reported in Table 20. 
In reviewing Table 20, ten of the l6 tasks by the evaluation of the 
Extension k-E and Youth Leaders and seven of the nine tasks, as evalu­
ated by the Area and State Administrators are included in the category 
of program execution. 
The third area of interest is the tasks that were evaluated as being 
low in terms of criticality to the satisfactory performance of the job. 
The Extension U-H and Youth Leaders evaluated no tasks with a mean 
score of 3-5 or below in terms of criticality. However, the Area and 
State Administrators identified seven tasks falling in this range of 
criticality. 
Table 19. Tasks ranked the most critical with a mean score of T-0 or above by both professional groups 
Rank by^  
Group 1 Task Duty Area 
Group 1 
Mean 
Scores 
Group 2 
Mean 
Scores 
Proba­
bility 
Level 
Rank by 
Group 2^  
Plan and conduct training 
sessions 
2 Provide continuing support, 
training, and guidance 
to lay leaders 
3 Conduct educational programs 
k Discuss with potential leaders 
what is expected of them 
and how they can contribute 
5 Prepare educational program 
units including demonstra­
tions, lectures, discus­
sion guides, and evaluation 
instruments 
6 Determine priorities of needs 
Recruit, Train, 
and Utilize 
Lay Leaders 
Same as above 
Conduct Programs 
Recruit, Train, 
and Utilize 
Lay Leaders 
Prepare Specific 
Program Plans 
8.200 
8.150 
7.888 
7.815 
7.32% 
S.UOO 
7.950 
8.631 
7.^ 50 
7.166 
.03 S 
Assess Community 
Needs 
7.200 7.J+76 
Group 1 = Extension U-H and Youth Leaders. 
G^roup 2 = Area and State Administrators. 
S^ = Separate t variance; P = Pooled t variance, utilizing the .05 level of significance. 
Table 19, continued 
Rank by 
Group 1 Task 
7 Make assignments and explain 
duties 
8 Determine objectives and 
audience for program 
9 Recruit, select, and 
organize advisory 
committee members 
10 Determine most effective 
learning strategies and 
experiences for subject 
and specific audiences 
11 Obtain commitment from 
leaders regarding time 
and resources they will 
provide 
12 Provide appropriate recogni­
tion for lay leaders 
13 Identify or assist leaders in 
identifying training needs 
lU Prepare publicity articles 
Duty Area 
Group 1* 
Mean 
Scores 
Group 2 
Mean 
Scores 
Proba- Rank by^  
bility Group 2 
Level^  
Supervise Staff 
Prepare Specific 
Program Plans 
Assess Community 
Needs 
Prepare Specific 
Program Plans 
Recruit, Train, 
and Utilize 
Lay Leaders 
Same as above 
Same as above 
Develop & Maintain 
Public Relations 
7.193 6.687 21 
7.189 6.476 28 tie 
7.151 6,1473 30 
7.135 7.050 9 
7.058 7.263 6 
7.05k 6.150 U5 tie 
7.051 6.950 12 
7.025 6.1^ 2 .Oil P »»8 
Table I9, continued 
Rank by Group 1^  Group 2^  Proba- Rank by-
Group 1^  Task Duty Ai-ea Mean Mean bility Group 2^  
Scores Scores Level^  
15 Participate in training 
conferences, workshops 
16 Coordinate work of staff 
5Y Coordinate plans with 
other local staff and 
supporting staff 
Maintain and In- 7.000 G.ÇOh 
crease Personal 
Professional 
Competencies 
Supervise Staff 7.000 6.666 
Prepare Annual 6.250 7.150 
Plan of Work 
13 
22 
Oh P 
110 
Table 20. Svmmary of tasks with relat ive criticality of 7.0 or above 
by duty areas 
Duty Area 
Number of tasks with high 
or above in criticality 
Group 1 Group 2 
Number 
of tasks 
in duty-
area 
Assess Community Needs 2 
Prepare Annual Plan of Work 
Prepare Specific Program 
Plans 3 
Conduct Programs 1 
Recruit, Train, and 
Utilize Lay Leaders 6 
Develop and Maintain 
Public Relations 1 
Maintain and Increase Per­
sonal Professional Compe­
tencies 1 
Supervise Staff 2 
Totals l6 
1 
1 
2 
1 
9 
12 
13 
10 
12 
7 
7 
G^roup 1 = Extension U-H and Youth Leaders. 
G^roup 2 = Area and State Administrators. 
In Table 21 the seven tasks are rank ordered from low to high, 
based on the evaluation of the Extension 4-H and Youth Leaders' mean 
scores. The mean scores of the seven tasks and rank order as perceived 
by the Area and State Administrators are shown for congarison purposes. 
Table 21. Tasks rated below average in relative criticality rank ordered by mean score of 
Extension H-H and Youth Leaders 
Rank by Group l"' Group 2^  Proba-
Group 1^  Task Duty Area Mean Mean bilit^  Group 2^  
Score Score Level 
1 Code plan according to 
EMIS codes 
2 See that office equip­
ment is maintained 
5 Keep records of requests 
and assistance given 
6 Keep records of requests 
and information given 
11 Visit location/client 
if necessary 
Prepare Annual Plan 3.527 
of Work 
Perform Administra- 't.000 
tive PXinctions 
Respond to Client Re- 14.230 
quests for Techni­
cal Asistance 
Respond to Client Re- It. 333 
quests for Speci­
fic Information 
Respond to Client Re- k.769 
quests for Techni­
cal Assistance 
3.300 5 
3.000 1 tie 
3.000 1 tie 
3.111 3 
3.29'* .05 S h 
G^roup 1 = Extension U-H and Youth Leaders. 
G^roup 2 = Area and State Administrators. 
S^ = Separate t variance; P = Pooled t variance, utilizing the .05 level of significance. 
Table 21, continued 
Rank by Group 1 Group 2 Proba- Rank by 
Group 1 Task Duty Area Mean Mean bilit^  Group 2 
Score Score Level 
Demonstrate Pro­
cedures if necessary 
Respond to Client 
Requests for 
Technical Assist­
ance 
U.928 3.357 
21 Solicit funds from donors 
for programs as 
necessary 
Conduct Programs 5.225 3.^ 66 .01 S 
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A review of Table 21 indicates that there is general agreement on 
the four least critical tasks. There is less agreement as the mean score 
goes higher as indicated by those items with significant differences. 
Considering the least critical tasks, the seven tasks with a below 
average mean score of 3-5 or lower are associated with six duty areas. 
Five of the seven least critical tasks are included in the category of 
program execution. 
In Appendix I the mean scores and standard deviations for each of 
the 125 tasks for relative criticality are reported. 
Tests of Hypotheses - Duty Area Analysis 
The second section of the professional staff questionnaire and 
the first section of the volunteer lay leaders questionnaire related to 
an analysis of lU duty areas which might be performed by an Extension 
and Youth Leader. The grouping of the 14- duty areas into three cate­
gories as outlined in section two of this chapter will "be used in the 
discussion. 
Four hypotheses are related to the analysis of the 1^  duty areas. 
The general form of the null hypotheses will "be rejected if three or 
more of the duty areas are found to "be significantly different when the 
characteristics of the respondents are considered. The ,05 level of 
significance will be used. The complete results of the question­
naire may "be found in Appendix J. Two areas of interest will be dis­
cussed for each of the following four hypotheses. The areas of interest 
are: (l) Duty areas with significant differences, (2) High and low 
evaluated duty areas. 
Il4 
Hypothesis four - Is duty performed? 
Hypothesis four states: There is no significant difference in 
perceptions of the duties performed hy the Extension U-H and Youth 
Leaders when classified by the selected characteristics of: 
a. Position of respondents 
b. Number of years in present position 
c. Sex classification 
d. Educational level completed by respondents 
e. Type of geographic assignment of the professional Extension 
i+-H and Youth Leaders 
f. Prior Experience as a 4-H member 
The respondents were asked to report which of the lU duty areas 
were performed by the Extension U-H and Youth Leaders. The respondent 
characteristics identified in the hypothesis will be discussed separately. 
Position of respondents The nail hypothesis was rejected when the 
position of the respondent was the independent variable. When applied to 
the individual duty areas, the null hypothesis was rejected for 11 of the 
1^  duty areas. In Table 22 eleven duty areas where significant dif­
ferences occurred are identified. 
For nine of the eleven duty areas with significant differences, the 
i+-H Expansion and Review Committee had the largest variation in actual 
distribution from the expected distribution. 
The eleven duty areas with significant differences were distributed 
throughout, the three categories of duty areas. Six of the duty areas 
were in the program related category, three in the program execution 
category, and the remaining two in the administrative category. 
All five respondent groups strongly indicated that each of the lU 
duty areas was performed by the Extension 4-H and Youth Leaders. All 
Table 22. Duty areas performed with significant differences when classified by position of 
respondents 
Duty Area 
Percent of Respondents Vfho Indicated 
That the Duties Were Performed 
Group 1^  Group 2^  Group 3^  Group Group 5 
Proba­
bility 
Level 
Assess Community Needs 87.1 77.7* 77.7 90.2 100 .03 
Prepare Annual Plan of Work 95.7 85.7* 90.3 97.6 100 .02 
Respond to Client Requests 
for Specific Information 
91. H 83 * 93.2 97.6 100 .02 
Respond to Client Requests 
for Technical Assistance 
76.7 58.9* 71.8 75.6 95.2 .01 
Recruit, Train, and Utilize 
Lay Leaders 
92.2 87.5* 97.1 100 100 .02 
Evaluate Program Effectiveness 8lt.5 87.5 8^ .5 100* 100 .03 
Report Activities, Impact, 8U.5 75.9* 80.6 100 100 .01 
and Accomplishments 
G^roup 1 - County Agricultural Extension Council members; Group 2 = Expansion and Review 
Committee members; Group 3 = H-H Club Organizational Leaders; Group U = Extension L-H and 
Youth Leaders; Group 5 = Area and State Administrators. 
Indicates where the actual and expected distribution difference was the largest. 
Table 22» continued 
Percent of Respondents Who Indicated 
Duty Area That the Duties Were Performed Proba-
 ^ tility 
Group 1 Group 2 Group 3 Group h Group 5 Level 
Develop and Maintain Staff 
Relationships within the 
Extension Service, the Uni­
versity, and the State 
and Federal Departments of 
Agriculture 
Maintain and Increase Per­
sonal Professional Compe­
tencies 
Perform Administrative 
Functions 
Supervise Staff 
87.1 73.2* 8U.5 
83.6 75.9* 80.6 
87.9 7^ .1* 75.7 
75.0 73.2 7U.8 
85.H 100 .01 
97.6 100 .01 
87.8 100 .01 
90.2* 95.2 .05 
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duty area had at least TO percent of the respondents indicating that 
the duty areas were performed. Duty areas of Prepare Specific Program 
Plans, Conduct Programs, and Develop and Maintain Public Relations had 
at least 90 percent of the respondents indicating the performance of 
these duties. 
For all l4 duty areas, the Area and State Administrators per­
ceived more Extension U-H and Youth Leaders performing the duty areas 
than any of the other respondent groups. For 12 of the l4 duty areas, 
the Expansion and Review Committee perceived fewer Extension and 
Youth Leaders performing the duty areas than any other respondent group. 
Number of years in present position There was insufficient 
evidence to reject the null hypothesis when number of years of service 
of the respondents in their present positions was the independent 
variable. When applied to the individual duty areas, the null hy­
pothesis was rejected for only one duty area. 
Recruit, Train and Utilize Lay Leaders was identified by signifi­
cantly fewer than expected respondents with less than one year of 
service as a duty area to be performed by the Extension 4-S and Youth 
Leader. In Table 23 the duty is identified. This duty area is one of 
the five duty areas in the program execution category. 
All duty areas had at least TO percent of the respondents, re­
gardless of length of service, indicating that the duty areas were 
performed. Duty areas of Prepare Annual Plan of Work; Conduct Programs; 
and Develop and Maintain Public Relations had 90 percent or more of the 
respondents indicating the duty was performed. 
118 
Table 23. Duty areas performed with significant differences when 
respondents were classified by number of years in present 
position 
Percent of Respondents Indicating 
Duty Area That the Duties Were Performed Proba-
Less than One to More than 
Level 
one year three yrs. three yrs. 
Recruit, Train, and Utilize 87.5* 93.5 97.6 .02 
Lay Leaders 
* 
Indicates where the actual and expected distribution difference 
was the largest. 
The respondents with four or more years of service perceived more 
Extension U-H and Youth Leaders performing 10 of the l4 duty areas than 
any of the other respondent groups. For 10 of the lU duty areas, re­
spondents with less than one year of service perceived fewer Extension 
U-H and Youth Leaders performing the duty than any other respondent 
ffcroups. 
Sex classification There was insufficient evidence to reject 
the null hypothesis when the sex classification of the respondents was 
the independent variable. When applied to the individual duty areas, 
there was also insufficient evidence to reject the null hypothesis 
for any of the lU duty areas. 
The sex clsissification of the respondents did not make a signifi­
cant difference in the perception of the performance of the duty areas. 
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All lU duty areas had at least 70 percent of the respondents, 
regardless of their sex classification, indicating that the duty vas-
performed. Duty areas of Prœare Annual Plan of Work; Prepare Specific 
Program Plans; Conduct Programs; Recruit, Train, and Utilize Lay 
Leaders; and Develop and Maintain Public Relations had at least 90 
percent of the respondents indicating that the duty areas were performed. 
For 8 of the lU duty areas, male respondents perceived more Extension 
iuH and Youth Leaders performing the duty areas than the female re­
spondents. 
Educational level completed by respondents The null hypothesis 
was rejected when the educational level of the respondents was the 
independent variable. When applied to the individual duty areas, the 
null hypothesis was rejected for four of the lU duty areas. 
In Table 2h the duty areas are identified where significant dif­
ferences were noted. Three of the four duty areas had significantly 
fewer respondents who had completed a high school education than ex­
pected reported the duties as being performed. 
Contributing to the significant differences were the respondents with 
bachelor's degrees. For duty areas of Evaluate Program Effectiveness ; 
Report Activities, Impact and Accomplishments; and Maintain and Increase 
Personal Professional Competencies, more respondents with a bachelor's 
degree than would be expected indicated that the duty areas were 
performed. 
The four duty areas with significant differences were again distrib­
uted throughout each of the three categories of duty areas. The 
Table 2h, Duty areas performed with significant differences when classified by educational 
level completed by respondents 
Duty Area 
Group 1 
Percent of Respondents Who Indicated 
That the Duties Were Performed 
 ^ Group 2®" Group 3^  Group Group 5^  
Proba­
bility 
Level 
Respond to Client Reqeusts 
for Technical Assistance 
6U.7 61.9* 77. ^ 7H.7 85.lt .02 
Evaluate Program Effectiveness 9h.l 80.3* 87.8 9^ .7 97.6 .01 
Report Activities, Impact, and 
Accomplishments 
6h.7 79.6 81.7 89.5* 95.1 .02 
Maintain and Increase Personal 
Professional Competencies 
61».7 72.8* 83.9 93.7 100 <.001 
G^roup 1 = Respondents who completed 11th grade or less ; Group 2 = Respondents who are high 
school graduates; Group 3 = Respondents who have a trade, business or technical school 
diploma or one to three years of college; Group U = Respondents who are college (four 
year) graduates; Group 5 = Respondents who have graduate degrees. 
* 
Indicates where the actual and expected distribution difference was the largest. 
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program related category had two duty areas with significant differences, 
while the other two categories each had one duty area. 
Nine of the lU duty areas were perceived as being performed by 
the Extension 4-H and Youth Leaders by at least JO percent of the 
respondents regardless of the educational level. Those nine duty areas 
were: Assess Community Needs; Prepare Annual Plan of Work; Prepare 
Specific Program Plans; Conduct Programs; Respond to Client Requests for 
Specific Information; Recruit, Train, and Utilize Lay Leaders ; 
Evaluate Program Effectiveness; Develop and Maintain Public Relations; 
and Develop and Maintain Staff Relationships within the Extension 
Service, the University, and the State and Federal Departments of 
Agriculture. 
Only one duty area. Prepare Specific Program Plans, was perceived 
as being performed by the Extension and Youth Leader by 90 percent 
or more of the respondents regardless of the educational level completed. 
For all l4 duty areas, the respondents with graduate degrees 
perceived more Extension and Youth Leaders performing the duty 
areas than any of the respondent groups. For eight of the lU duty 
areas, the respondents with less than a high school education per­
ceived fewer 4-H and Youth Leaders performing the duty areas than any 
of the other respondent groups. 
Type of geographical assignment of the professional Extension 
and Youth Leaders The null hypothesis was rejected when the type of 
geographic assignment of the Extension U-H and Youth Leaders was the 
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the independent variable. When applied to the individual duty areas, 
the null hypothesis was rejected for four of the ih duty areas. In 
Table 25 the duty areas are identified where the significant differences 
were noted. 
Significantly fewer respondents with full-time single county Ex­
tension 4-H and Youth Leaders than expected indicated the duty area of 
Report Activities, Impact, and Accomplishments was performed. Sig­
nificantly more respondents from this group than expected reported the 
performance of the duty area. Supervise Staff. 
Significantly fewer respondents with full-time two county Exten­
sion i+-H and Youth Leaders than expected perceived the performance of 
the duty areas of Develop and Maintain Public Relations and Develop and 
Maintain Staff Relationships within the Extension Service, the Univer­
sity and the State and Federal Departments of Agriculture. 
All four duty areas with significant differences were in the 
program related category. 
Twelve of the 1^  duty areas were perceived as being performed by 
at least 70 percent of the respondents when classified according to 
the type of geographical assignment. For only two duty areas. Respond 
to Client Requests for Technical Assistance and Supervise Staff, less 
than 70 percent of at least one respondent group perceived the Exten­
sion 4-H and Youth Leaders as performing these duty areas. 
Duty areas of Conduct Programs; Récriait, Train, and Utilize Lay 
Leaders and Prepare Specific Program Plans were rated by over 90 percent 
of all respondent groups as being performed by the Extension 4-E and 
Table 25» Duty areas performed with significant differences when classified by type of 
geographical assignment of the professional Extension H-H and Youth Leaders 
Percent of Respondents Who Indicated p b -
Duty Area That the Duties Were Performed bility 
Group 1^  Group 2^  Group 3^  Group Level 
Report Activities, Impact, and 88.1 76.T* 83.9 100 .02 
Accomplishments 
Develop and Maintain Public Relations 9Ï.6 9^ .6 89.7* 100 .05 
Develop and Maintain Staff Relationships 85.7 81+. 5 77»^ * 100 .03 
within the Extension Service, the 
University, and the State and 
Federal Departments of Agricul­
ture 
Supervise Staff 69.0 82.9* 73.5 96.0 .01 
G^roup 1 = Assignment is less than full-time single county; Group 2 = Assignment is full-time 
single county; Group 3 = Assignment is full-time two county; Group h = Area or state 
assignments. 
* 
Indicates where the actual and expected distribution difference was the largest. 
12h 
Youth Leaders. 
For all duty areas, the respondents with area or state assign­
ments perceived more Extension and Youth Leaders performing the 
duty areas than any of the other respondent groups. 
Respondents from counties with less than full-time single county 
Extension 4-H and Youth Leaders perceived fewer Extension i+-H and Youth 
Leaders performing eight of the 1^  duty areas than any of the other 
respondent groups. 
Prior experience as a U-K member There was insufficient 
evidence to reject the null hypothesis when prior experience as a 
4-H member was the independent variable. When applied to the individual 
duty areas, there was also insufficient evidence to reject the null 
hypothesis for any of the l4 duty areas. Prior experience as a ^ -H club 
member did not make a significant difference in perception of duty areas 
performed. 
All duty areas had at least 70 percent of the respondents in­
dicating that the duty area was performed regardless of prior experience 
as a U-H member. The duty areas of: Prepare Annual Plan of Work; Pre­
pare Specific Program Plans; Conduct Programs; Respond to Client Re­
quests for Specific Information; Recruit, Train, and Utilize Lay 
Leaders; and Develop and Maintain Public Relations were rated by over 
90 percent of the respondent groups as duty areas that were performed 
by the Extension 4-H and Youth Leaders. 
For 12 of the 11+ duty areas the respondents without prior experi­
ence as a h-E member perceived more Extension U-H and Youth Leaders per­
forming the duty areas than the respondents with prior U-H experience. 
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Hypothesis five - Relative time spent on duty area if performed 
Hypothesis five states: There is no significant difference in per­
ception of the relative amount of time spent by the professional Exten­
sion it-H and Youth Leaders accomplishing the duties performed when 
classified by the selected characteristics of: 
a. Position of respondents 
b. Number of years in present position 
c. Sex classification 
d. Educational level completed by respondents 
e. Type of geographical assignment of the professional Extension 
4-H and Youth Leaders 
f. Prior experience as a U-K member 
The respondents were asked to report the relative amount of time 
spent on each duty area if they had indicated that the duty area 
was performed by the Extension U-H and Youth Leaders. The relative 
amount of time spent was evaluated utilizing a nine-point scale, rang­
ing from one as extremely low tc nine as extremely high. 
The one way classification analysis of variance followed with 
Duncan's test used to analyze the data for this hypothesis. The 
respondent characteristics identified in the hypothesis will be 
discussed separately. 
Position of respondents The null hypothesis was rejected 
when the position of the respondent was the independent variable. 
When applied to the individual duty areas, the null hypothesis was 
rejected for seven of the lU duty areas. Identified in Table 26 are 
the duty areas where significant differences were noted. 
On two duty areas. Prepare Specific Program Plans and Respond to 
Client Req^ uests for Technical Assistance, there is a significant 
Table 26. Analysis of /LriancG and Duncan's teal of differences of rclalive time spent when 
classified by position of respondents 
I4ean scores ordered from low to high (left to right) with respondent 
groups indicated. Lines under means indicate means with no signifi­
cant differences at the .05 level of significance. 
Duty^  a a 
Area Group Mean Group Mean Group Mean Group Mean Group Mean 
1 5 3.809 k 3.9^ 4 3 5.467 1 5.867 2 6.264 11.84 < .001 
2 5 3.523 h 4.512 1 5.691 3 5,967 . 2 6.063 9.94 < .001 
3 5 5.142 U 6.282 1 6.421 2 6.490 3 6.833 3.74 .01 
5 5 It. 381 U 5.125 1 5.870 3 6.010 2 6.032 4.33 .01 
6 5 2.650 h 4.032 1 5.452 3 5.541 2 5.907 12.75 < .001 
T 3 6.2h7 1 6.466 2 6.673 It 7.425 5 7.666 4 . 4 5  .01 
8 5 k.285 2 4.721 It 4 .850 3 5.000 1 5.434 2.92 .03 
G^roups appear the same as those listed on page 115. 
D^uty Area 1 = Assess Community Needs; Duty Area 2 = Prepare Annual Plan of Work; Duty 
Area 3 = Prepare Specific Program Plans; Duty Area 5 = Respond to Client Requests for 
Specific Information; Duty Area 6 = Respond to Client Requests for Technical Assistance; 
Duty Area 7 = Recruit, Train, and Utilize Lay Leaders; Duty Area 8 = Evaluate Program 
Effectiveness. 
Proba-
F bility 
Value Level 
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difference noted between the two professional staff groups. The Exten­
sion 4-H and Youth Leaders indicated that these duty areas are more time 
consuming than perceived "by the Area and State Administrators. 
Likewise, for two other duty areas. Assess Community Needs and 
Evaluate Program Effectiveness, a significant difference was shown 
between the three volunteer groups. No pattern is evident in these 
two duty areas within the three volunteer groups. 
For duty areas. Assess Community Needs; Prepare Annual Plan of Work; 
Respond to Client Requests for Specific Information; and Respond to Client 
Requests for Technical Assistance, the professional staff perceived 
the duty areas as consuming significantly less time than the three vol­
unteer groups. In duty area of Recruit, Train, and Utilize Lay 
Leaders, the two professional staff groups perceived this area as 
consuming significantly more time than did the volunteer groups. 
The seven duty areas in Table 26 with significant differences are 
clustered in only two of the three general categories. 
The program execution category had the greatest number of duty 
areas with significant differences. There were four duty areas in 
this category. The program related category had the other three 
significantly different duty areas. 
In the analysis of the data, the lay volunteer leaders perceived 
the duty areas as consuming more time than do the two professional 
groups. For seven of the ih duty areas, the mean scores of the three 
volunteer groups were higher than either of the professional groups. 
In three additional duty areas, the volunteer groups have mean 
scores higher than one of the professional groups. In only two 
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duty Eire as do the mean scores of both professional groups exceed the 
mean scores of the volunteer groups. Those two duty areas were Conduct 
Programs; and Recruit, Train, and Utilize Lay Leaders. 
The Area and State Administrators tended to perceive the duty areas 
as consuming less time than the other respondent groups. On 11 duty 
areas, the administrative group had the lowest mean score. 
When classified "by position, the five respondent groups perceived 
the duty of Recruit, Train, and Utilize Lay Leaders and Prepare 
Specific PrOf^ram Plans as the most time consuming with each respondent 
group mean score above 5•5. Perceived as the least time consuming 
were the duty areas of Perform Administrative Functions and Supervise 
Staff. 
NiiTTiher of years in present position The null hypothesis was 
rejected when the number of years in the present position of the re­
spondents was the independent variable. When applied to the individual 
duty areas, the null hypothesis was rejected for four of the lU duty 
areas. 
Identified in Table 27 are the duty areas where significant 
differences were noted. The mean scores of the respondent group with 
foTzr or more years of service were significantly lower for two duty 
areas and significantly higher for the other two duty areas than at 
least one other respondent group. Each of the categories of program 
related and program execution had two of the duty areas with signifi­
cant differences. In analyzing the data for all lU duty areas, the re­
spondents with 4 or more years of service perceived 10 of the duty areas 
as consuming less time than did those with fewer years of service. For 
Table 27. Analysis of variance and Duncan's test of differences of relative time spent when 
respondents were classified by number of years in present position 
Mean scores ordered from 
groups Indicated. Lines 
cant differences at the 
low to high (left to right) with respondent 
under means indicate means with no signifi-
.05 level of significance. 
Area Group* Mean Groupé Mean Group* Mean 
F 
Value 
Proba­
bility 
Level 
1 3 U.923 1 5.68k 2 5.892 5.9U .01 
U 1 6.011 2 6.625 3 7.120 9.Ult < .001 
7 1 6.195 2 6.606 3 6.983 »t. lit .02 
9 3 k.bOl 2 li.h68 1 5.108 3.'»2 .on 
Group 1 = Respondents with less than one year of service in present position; Group 2 = 
Respondents with one to three years of service in present position; Group 3 = Respondents 
with four or more years of service in present position. 
^Duty Area 1 = Assess Community Needs ; Duty Area H = Conduct Programs ; Duty Area 7 = 
Recruit, Train, and Utilize Lay Leaders; Duty Area 9 = Report Activities, Impact, and 
Accomplishments. 
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the other four duty areas the respondents with the greatest length of 
service perceived the duty areas as more time consuming. These four 
duty areas were: Conduct Programs; Recruit, Train, and Utilize Lay 
Leaders; Evaluate Program Effectiveness; and Maintain and Increase 
Personal Professional Competencies. 
The respondents with less than one year of service perceived 8 of 
the duty areas as consuming more time than the other two respondent 
groups. 
When classified by years of service, the three respondent groups 
perceived the duty areas of Conduct Programs; Recruit, Train, and Utilize 
Lay Leaders; Prepare Specific Program Plans; and Respond to Client 
Req.uests for Specific Information as the most time consuming. Each of 
these duty areas had mean scores of 5-5 or above. The duty areas of 
Perform Administrative Functions and Supervise Staff were perceived as 
the least time consuming followed closely by the duty areas of Report 
Activities, Impact, and Accomplishments; Develop and Maintain Staff 
Relationships within the Extension Service, the University, and the 
State and Federal Departments of Agriculture; and Maintain and In­
crease Personal Professional Competencies. 
Sex classification The null hypothesis was rejected when the 
sex classification of the respondents was considered as the independent 
variable. When applied to the individual duty areas, the null hypothesis 
was rejected for three of the ll+ duty areas. Identified in Table 28 
are the duty areas with significant differences. 
In the three duty areas where significant differences were noted, 
the male respondent group perceived the duty area as consuming 
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Table 28. Analysis of variance vith significant differences of 
relative time spent when respondents were classified by sex 
Duty Area 
Mean Score of 
Two Respondent Groups Proba­
bility 
Level* Male Female 
Prepare Annual Plan of Work 5.358 5.880 .03 
Prepare Specific Program Plans 6.128 6.82k <.001 
Develop and Maintain Public 
Relati ons 
5.359 5.835 .03 
Utilizing the .05 level of significance. 
relatively less time than did the female respondents. 
Two of the significantly different duty areas were part of the 
program related category while the remaining duty area was in the 
program execution category. 
The female respondents perceived 8 duty areas as more time con­
suming than did the male respondents. 
Four duty areas with mean scores of 5-5 or greater were perceived 
as high in relative time spent. Those were: Prepare Specific Program 
Plans; Conduct Programs; Recruit, Train, and Utilize Lay Leaders; and 
Respond to Client Requests for Specific Information. Five duty areas 
were perceived as the lowest in relative time spent. These were: Per­
form Administrative Functions; Report Activities, Impact, and Accomplish­
ments ; Develop and Maintain Staff Relationships within the Extension 
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Service, "he University, and the State and Federal Departments of 
Agriculture; Supervise Staff; and Maintain and Increase Personal 
Professional Competencies. 
Educational level completed hy respondents The null hypothesis 
was rejected when the educational level of the respondents was con­
sidered as the independent variable. When applied to the individual 
duty areas, the null hypothesis was rejected for ten of the 1^+ duty 
areas. Identified in Table 29 are the ten duty areas where signifi­
cant differences were noted. 
Respondents with graduate degrees perceived the relative time 
spent significantly different in eight of the duty areas when 
compared to other educational respondent groupings. For seven of 
these duty areas, the significant difference is with the respondents 
classified as high school graduates. For six of the eight duty areas, 
significant differences were also noted with respondents who completed 
11th grade or less. 
The ten significantly different duty areas were distributed 
throughout the three categories of program execution, program related 
and administrative. The program execution category had five duty 
areas; the program related category had four duty areas and the ad­
ministrative category had one duty area. 
The three respondent groups with less than a college degree 
perceived ten duty areas to be more time consuming than did the respon­
dents with the additional education. The respondents with less than 
a high school education perceived 7 duty areas as more time consuming 
Table 29. Analysis of variance and Duncan's test of differences of relative time spent vlien 
classified by educational level completed by respondents 
Mean scores ordered from low to high (left to right) with respondent 
groups indicated. Lines under means indicate means with no signifi-
cant differences at the .05 level of significance. 
Groupé Mean Group* Mean Groupé Mean Groupé Mean Group"' Mean 
F 
Value 
1 
2 
3 
h 
5 
6 
7 
9 
11 
13 
5 4.108 
5 4.463 
5.437 
5.733 
5.073 
3.314 
6.310 
4.120 
3.840 
3.605 
5.063 5.862 6.040 
5.102 6.000 6.000 
5 5.750 6.534 6.6o4 
6.4i6 6.758 6.776 
5.333 6.012 6.078 
4.867 5.454 5.718 
6.466 6.500 6.954 
4.282 4.733 4.818 
4.150 4.881 5.008 
3.794 4.704 4.743 
6.500 
6.024 
6.724 
7 . 2 1 9  
1 6.200 
5.816 
7.365 
4. 9 2 9  
5.076 
6.545 
7.26 
6.31 
3.30 
2.59 
3.37 
10. 4T 
3.14 
2 . 4 9  
4 . 7 1  
5.64 
Proba­
bility 
Level 
< .001 
<'.001 
. 02  
.04 
.01 
< .001 
.02  
.05 
.001 
.001 
^Groups appear the same as those listed on page 120. 
Duty Area 1 = Assess Community Needs; Duty Area 2 = Prepare Annual Plan of Work; Duty Area 
3 = Prepare Specific Program Plans; Duty Area 4 = Conduct Programs; Duty Area 5 = Respond to 
Client Requests for Specific Information; Duty Area 6 = Respond to Client Requests for Tech­
nical Assistance; Duty Area 7 = Recruit, Train, and Utilize Lay Leaders ; Duty Area 9 = Re­
port Activities, Impact, and Accomplishments; Duty Area 11 = Develop and Maintain Staff Re­
lationships within the Extension Service, the University, and the State and Federal Depart­
ments of Agriculture; Duty Area 13 = Perform Administrative Functions. 
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than any of the other four respondent groups. The respondents with 
graduate degrees perceived 8 duty areas as less time consuming. 
The duty areas of Recruit, Train, and Utilize Lay Leaders; and 
Conduct Programs were perceived as the most time consuming. The duty 
area of Prepare Specific Program Plans followed closely when the 
respondents were classified by educational level. Duty areas of Report 
Activities, Inç>act, and Accomplishments; and Supervise Staff were per­
ceived as the least time consuming by respondents when classified by 
educational level. 
Type of geographical assignment of the professional Extension U-H 
add Youth Leaders The null hypothesis was rejected when the type 
of geographical assignment of the Extension k-'d and Youth Leaders was 
the independent variable. When applied to the individual duty areas, 
the null hypothesis was rejected for six of the lU duty areas. Identi­
fied in Table 30 are the duty areas where significant differences were 
noted. 
In each of the six duty areas, the respondents with area or 
state assignments perceived the duty areas as significantly less 
time consuming than the other respondent groupings. 
In duty area. Respond to Client Requests for Specific Infonnation, 
there was a significant difference noted between the respondents who 
have a single-county less than full time Extension 4-S and Youth 
Leader and the respondents who have a two-county Extension i|-H and 
Youth Leader. The six duty areas are equally distributed among the 
categories of program execution and program related. 
Table 30. Analysis of variance and Duncan's test of differences of relative time spent when 
classified by type of geographical assignment of the professional Extension U-H 
and Youth Leaders 
Mean scores ordered from low to high (left to right) with 
respondent groups indicated. Lines under means indicate 
means with no significant differences at the .05 level Proba-
^ of significance^ a ^ bility 
Area Group Mean Group Mean Group Mean Group Mean Value Level 
1 h 3.916 1 5.375 3 5.732 2 5.740 5.04 .01 
2 h 3.Ul»0 1 5.683 2 5.684 3 5.889 9 .83  < .001 
3 h 4.920 1 6.500 3 6.507 2 6.709 6.63 .001 
5 k 4.360 3 5.67k 2 5.864 1 6.289 6.01 .001 
6 h 2.956 3 5.311 2 5.363 1 5.745 9.88  < .001 
10 h 4.600 3 5.500 2 5.725 1 5.825 2.79 .04 
^Groups appear the same as those listed on page 123. 
^Duty Area 1 = Assess Community Needs; Duty Area 2 = Prepare Annual Plan of Work; Duty 
Area 3 = Prepare Specific Program Plans; Duty Area 5 = Respond to Client Requests for 
Specific Information; Duty Area 6 = Respond to Client Requests for Technical Assistance; 
Duty Area 10 = Develop and Maintain Public Relations . 
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The respondents with ar. area or state assignment perceived the duty 
areas as requiring less relative time spent than any other respondent 
group. This group had the lowest mean score for 11 of the lU duty 
areas. The respondents frori counties with a full-time single-county 
Extension U-H and Youth Leader perceived the duty areas as the most 
time consuming. 
Duty aire as of Recruit, Train, and Utilize Lay Leaders; and Con­
duct Programs were perceived as the most time consuming, having a mean 
score of 5-5 or greater while duty areas of Perform Administrative Func­
tions and Supervise Staff were perceived as the least time consuming. 
Prior experience as a U-K member There was insufficient evi­
dence to reject the null hypothesis when prior experience as a i+-H 
member was the independent variable. When applied to the individual 
duty areas, there was also insufficient evidence to reject the hypothesis 
for any of the l4 duty areas. 
Prior experience as a ^-H member does not make a significant 
difference in respondents' perceptions of the relative time spent 
performing the lU duty areas. 
The respondents with prior 4-H experience tended to rate the rela­
tive amount of time spent lower than did those without prior experience. 
The mean score for the respondents with prior experience as a k-E mem­
ber was lower for 11 of the duty areas. 
The respondents when classified by prior experience perceived the 
duty areas of: Prepare Specific Program Plans ; Conduct Programs; 
Recruit, Train, and Utilize Lay Leaders; Respond to Client Requests 
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for Specific Information; and Develop and Maintain Public Relations 
as the most time consuming duty areas. 
Least time consuming duty areas were: Supervise Staff; Perform Ad­
ministrative Functions; Report Activities, Impact, and Acconçlishments; 
and Develop and Maintain Staff Relationships within the Extension Service, 
the University, and the State and Federal Departments of Agriculture. 
Hypothesis six - Relative criticality of duty area if performed 
Hypothesis six states: There is no significant difference in per­
ceptions of relative criticality of the duties performed "by the Exten­
sion U-H and Youth Leaders when classified by selected characteristics of: 
a. Position of respondent 
b. Number of years in present position 
c. Sex classification 
d. Educational level completed by respondents 
e. 'ïype of geographical assignment of the professional Exten­
sion 4-H and Youth Leaders 
f. Prior experience as a U-H member 
The respondents were asked to report on the relative criticality 
of performing each duty area, if they had indicated that the duty 
area was performed by the Extension 4-H and Youth Leader. 
The relative criticality vas evaluated utilizing a 9-point scale, 
ranging from one as extremely low to nine as extremely high. The one 
way classification analysis of variance, followed with Duncan's test, 
was used to analyze the data for this hypothesis. The respondent charac­
teristics identified in the hypothesis will be discussed separately. 
Position of the respondent The null hypothesis was rejected 
when the position of respondent was the independent variable. When 
applied to the individual duty areas, the null hypothesis was 
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rejected for four of the lU duty areas. 
Identified in Table 31 are the duty areas where significant dif­
ferences vere noted. 
For each of the duty areas with significant differences, the two 
professional staff groups were significantly different from at least 
two of the lay volunteer groups. For duty areas. Prepare Annual Plan 
of Work and Respond to Client Requests for Technical Assistance, the 
professional mean scores were significantly lower than the three 
lay volunteer groups while the reverse was true for duty areas Re­
cruit, Train, and Utilize Lay Leaders; and Evaluate Program Effective­
ness. 
The categories of program related and program execution each 
had two duty areas with significant differences. 
The data would also suggest that there are differences in the 
general perception of the relative criticality of the duty areas. 
According to the mean score, the Extension U-H and Youth Leaders 
perceived five of the duty areas as more critical than the other four 
respondent groups. An additional four duty areas were perceived by 
the Extension 4-H and Youth Leaders as being more critical than three 
respondent groups. 
The U-H Expansion and Review Comiaittee perceived the relative 
criticality of the duty areas lower than the other respondent groups. 
They perceived five duty areas as the least critical of any of the 
respondent groups. 
All respondent groups perceived the duty areas of: Conduct Programs; 
Table 31. AnalyBiH of variance and Duncan's test of differences based on relative criticality 
when claoBified by position of respondents 
Mean scores ordered from low to high (left to right) with 
respondent groups indicated. Lines under means indicate 
means wlLh no significant difference at the .05 level of 
Duty significance. 
Area Groupé Mean Groupé Mean Groupé Me em Groupé Mean Groupé Mean 
Proba-
F bility 
Value Level 
2 5 5.428 !» 5.700 1 6.226 2 6.5^2 3 6.708 3.16 .02 
6 5 3.650 *4 H.903 2 5.906 3 5.952 1 6.025 7.77 < .001 
7 3 6.360 1 6.666 2 6.762 5 8.190 li 8.365 12.15 < .001 
8 2 5.250 3 5.360 1 5.373 h 6.317 5 6.H28 3.93 .01 
^Groups appear the same as those listed on page II5. 
^Duty Area 2 = Prepare Annual Plan of Work; Duty Area 6 = Respond to Client Requests for 
Technical Assistance; Duty Area 7 = Recruit, Train, and Utilize Lay Leaders; Duty Area 8 
= Evaluate Program Effectiveness. 
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Recruit, Train,, and Utilize Lay Leaders; Prepare Specific Program Plans; 
Assess Conmunity Needs; and Develop end Maintain Public Relations as 
the most critical, based on mean scores of 5-5 or greater, to the success­
ful accomplishment of the position of the Extension U-H and Youth Leader. 
The duty areas of: Perform Administrative Functions; Report Activities, 
Impact, and Accomplishments; and Develop and Maintain Staff Relation­
ships within the Extension Service, the University, and the State and 
Federal Departments of Agriculture were perceived as the least critical 
to the position. 
Number of years in present position The null hypothesis was 
rejected when the years of service of the respondents was the indepen­
dent variable. When applied to the individual duty areas, the null hy­
pothesis was rejected for three duty areas. Identified in Table 32 
are the duty areas where significant, differences were noted. 
In each duty area with significant differences, the respondents 
with less than one year of service perceived a significantly lower 
level of relative criticality than at least one other respondent 
group with greater length of service. 
The respondents with four or more years of service perceived 
duty areas Conduct Programs ; and Recruit, Train, and Utilize Lay 
Leaders as significantly more critical than the respondents with less 
than one year of service. The reverse was true for the duty area of 
Perform Administrative Functions as the respondents with four or more 
years of service perceived this duty area as significantly less criti­
cal than those with one to three years of service. 
Table 32. Analysis of variance and Duncan's test of differences based on relative criticality 
when respondents were classified by number of years in present position 
Duty 
. b £ 
Area Group 
Mean scores ordered from low to high (left to 
right) with respondent groups indicated. Lines 
under means indicate means with no significant 
differences at |he .05 level of significance. 
Mean Group Mean Group® Mean 
Proba-
F bility 
Level Level 
6.U9U 6 ,86h  T.IHT 3.13 .05 
e.hkQ 6.993 7.130 3.25 .olt 
13 U.I86 14.391+ 5.091 k.97 .01 
^Groups appear the some as those listed on page 129. 
^Duty Area 4 = Conduct Programs; Duty Area 7 = Recruit, Train, and Utilize Lay Leaders; 
Duty Area 13 = Perform Administrative Functions. 
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For this classification, the program execution category had two 
duty areas with significant differences with the third duty area 
in the administrative category. 
Seven of the lU duty areas had mean scores of 5-5 or greater for 
all respondent groups. The group with one to three years experience 
perceived 7 of the duty areas as the most critical based on an evalu­
ation of the mean scores. The respondents with the greatest length of 
service, four or more years, perceived 8 of the lU duty areas as less 
critical than either of the other groupings. 
The respondents perceived duty areas of Conduct Programs; Recruit, 
Train, and Utilize Lay Leaders; and Prepare Specific Program Plans (three 
of the l4 duty areas) as the most critical. The duty areas of Perform 
Administrative Functions; Develop and Maintain Staff Relationships within 
the Extension Service, the University, and the State and Federal De­
partments of Agriculture; Report Activities, Impact and Accomplishments ; 
and Supervise Staff were perceived as the least critical to the satis­
factory perfomance of the role of the Extension 4-E and Youth Leader. 
Sex classification There was insufficient evidence to reject the 
null hypothesis when the sex of the respondents was considered as the 
independent variable. When applied to the individual duty areas, the 
null hypothesis was rejected only for the duty area of Supervise Staff, 
which is included in the administrative^ category. Rejecting this one 
duty area does not meet the standards set for rejection of the 
general form of the null hypothesis. 
The male respondents perceived eifcht of the l4 duty areas as 
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more critical than the female respondents, based on mean score compari­
sons. 
For both respondent groups, 8 of the lU duty areas had mean scores 
cf 5.5 or greater. Duty areas of Conduct Programs and Recruit, Train, 
and Utilize Lay Leaders were perceived as the most critical while 
Report Activities, Impact, and Accomplishments; and Perform Administra­
tive Functions were perceived as the least critical. 
Educational level completed by respondents The null hypothesis 
was rejected when the educational level of the respondents was the 
independent variable. When applied to the individual duty areas, the 
r.ull hypothesis was rejected for six duty areas. Identified in Table 
33 are the duty areas where significant differences were noted. 
A review of Table 33 suggests that levels of education have an 
effect on perception of relative criticality, but there seems to be 
no consistent pattern involved. 
The group with less than a high school education was significantly 
different from at least one other grouping for four of the six duty 
areas. The high school graduate respondents were significantly dif­
ferent for five of the six duty areas. The respondents with some 
education beyond high school showed significant differences for each 
of the six duty areas with at least one of the other groupings. 
The groups with college degrees and graduate degrees were signifi­
cantly different for five and four duty areas, respectively, with at 
least one other group. 
Table 33. Analysis of variance and Duncan's test of differences based on relative criticality 
when classified by educational level completed by respondents 
Mean scores ordered from low to high (left to right) with 
respondent groups indicated. Lines under means indicate means 
with no significant difference at the .05 level of significance. Proba-
Duty^ a a a a a F bility 
Area Group Mean Group Mean Group Mean Group Mean Group Mean Value Level 
3 1 5.153 5 6.650 h 6.720 2 6.739 3 6.817 2 .53  .05 
6 5 U.ll»2 1 5.500 k 5.731 3 5.850 2 6.112 6 .43 .001 
T 2 6.196 1 6.333 3 6.7^6 1» 7 .689  5 7.902 12.73 < .001 
11 It U.320 5 4.675 3 14,831 1 5.111 2 5.710 5.37  .001 
12 3 U. It6it 1» 5.070 5 5.1+39 2 5.468 1 5.500 3.14 .02 
13 h 3.957 5 n.l»73 2 k.869 3 4.927 1 6.000 3.01 .02 
^Groups appear the same as those listed on page 120. 
^Duty Area 3 = Prepare Specific Program Plans; Duty Area 6 = Respond to Client Requests for 
Technical Assistance; Duty Area 7 = Recruit, Train, and Utilize Lay Leaders ; Duty Area 11 
= Develop and Maintain Staff Relationships within the Extension Service, the University, and 
the State and Federal Departments of Agriculture; Duty Area 12 = Maintain and Increase 
Personal Professional Competencies; Duty Area 13 = Perform Administrative Functions. 
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Earh of the three categories had duty areas of significant dif­
ferences. The program execution category had three duty areas; the 
program related category had one duty area while the administrative 
category had the remaining two duty areas. 
The respondents with graduate degrees perceived three duty areas 
as less critical than any of the other respondent groups, and five 
additional duty areas as less critical than three of the respondent 
groups. The respondents who completed high school perceived four duty 
areas as more critical than did any of the other groupings. An 
additional four duty areas were perceived as more critical than three 
other respondent groups. 
Five of the l4 duty areas had mean scores of 5-5 or greater. The 
respondents indicated duty areas of Conduct Programs; and Recruit, 
Train, and Utilize Lay Leaders as the most critical with duty areas of 
Report Activities, Impact, and Accomplishments; Develop and Maintain 
Staff Relationships within the Extension Service, the University, and 
the State and Federal Departments of Agriculture ; Perform Administra­
tive Functions ; Maintain and Increase Personal Professional Competen­
cies; and Supervise Staff as the leasi critical. 
Type of geographical assignment the professional Extension 
U-H and Youth Leaders The null hypothesis was rejected when the 
type of the assignment of the Extension 4-H and Youth Leaders was the 
independent variable. When applied to the individual duty areas, the 
null hypothesis was rejected for four of the lU duty areas. Identified 
Table 3^. Analysis of variance and Duncan's test of differences based on relative criticality 
when classified by type of geographical assignment of the professional Extension U-H 
and Youth Leaders 
5 
6 
T 
8 
Mean scores ordered from low to high (left to right) with 
respondent groups indicated. Lines under means indicate 
meajis with no significant differences at the .05 level of 
significance. Duty^ a 
Area Group Mean Group" Mean Group"' Mean Group"" Me an a 
5.280 
3.956 
6 .613  
5.2ÎH 
3 6.079 
3 5 .676  
3 6 .873  
2 5 .H95 
6.319 
5.8U6 
6.921 
5.750 
2  6 .428 
2  5 .988 
8.000 
6.1(80 
F 
Value 
2 .67  
6 .53  
3.W, 
3 .1(5  
Proba­
bility 
Level 
.05  
.001 
.02 
.02 
^Groups appear the same as those listed on page 123-
^Duty Area 5 = Respond to Client Requests for Specific Information; Duty Area 6 = Respond 
to Client Requests for Technical Assistance; Duty Area 7 = Recruit, Train, and Utilize 
Lay Leaders; Duty Area 8 -• Evaluate Program Effectiveness. 
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in Table 34 are the duty areas where significant differences were noted. 
In each of the four du-.y areas with significant differences, 
the respondents with area or state assignments perceived the duty 
area significantly different than the respondents from counties with 
full time single-county Extension 4-H and Youth Leaders. In duty 
areas Respond to Client Requests for Specific Information and Respond 
to Client Requests for Technical Assistance, the respondents with full 
time single-county Extension U-H and Youth Leaders perceived the duty 
areas as more critical than the respondents with area and state 
assignments. 
Three of the duty areas are in the program execution category, 
and the fourth duty is in the program related category. 
The respondents from the counties with full time single-county 
Extension 4-H and Youth Leaders perceived 6 of the lU duty areas as 
more critical to the satisfactory performance of the role of the Exten­
sion U-H and Youth Leader. The respondents with less than full time 
single-county Extension 4-K and Youth Leaders perceived 6 of the l4 
duties as the least critical among the four respondent groups. 
Five of the l4 duty areas had mean scores of 5-5 or greater. Duty 
areas of: Recruit, Train, and Utilize Lay Leaders; Conduct Programs; 
and Prepare Specific Program Plans were perceived as the most criti­
cal. The duty areas of: Perform Administrative Functions; Report 
Activities, Impact, and Accomplishments; Supervise Staff; and Maintain 
and Increase Personal Professional Competencies were perceived as 
the least critical. 
Il;8 
Prior experience as a U-H member There was insufficient evidence 
to reject the null hypothesis when the prior experience as a U-H 
member was the independent variable. There was no significant difference 
noted between the two respondent groups in this classification for any 
of the lU duty areas. 
Based on a comparison of the mean scores, those with prior ex­
perience as a it-H member tended to perceive the tasks as less critical 
than those without experience as a U-H member. For nine duty areas, 
the mean score of those with prior experience was lower than those 
respondents without experience. 
Eight of the duty areas had mean scores of 5-5 or greater. Duty 
areas of Recruit, Train, and Utilize Lay Leaders; Conduct Program; and 
Prepare Specific Program Plans were perceived as the most critical, while 
duty areas Prepare Annual Plan of Work; Report Activities, Impact, and 
Acconçlishments; Develop and Maintain Staff Relationships within the 
Extension Service, the University, and t,he State and Federal Departments 
of Agriculture; and Respond to Client Requests for Technical Assistance 
were perceived as the least critical. 
Hypothesis seven - Difficulty of performing duty area 
Ifypothesis seven states: There is no significant difference be­
tween professional Extension U-H and Youth Leaders' and their Area and 
State Administrators' perceptions of the relative difficulty of the 
duties performed by the Extension U-H and Youth Leaders. 
The two professional staff groups were asked to evaluate the 
Ili9 
relative difficulty of performing the lU duty areas. The nine-point 
scale, with one as extremely low and nine as extremely high, was used 
to evaluate the relative difficulty of the duty areas. Relative dif­
ficulty was defined by AIR as how hard it is to achieve the objectives 
of the duty due to one or more of the following: (l) The knowledge, 
skills, and abilities required; (2) The resources normally available 
for accomplishing the duty; (3) Situational characteristics of the 
environments in which the duty is carried out. 
The students t test was used to evaluate the data for this sec­
tion of the questionnaire. 
There was insufficient evidence to reject the null hypothesis. 
There were no significant differences noted between the two profes­
sional groups in terms of relative difficulty for any of the l4 duty 
areas. 
Neither group tended to perceive the tasks as relatively more 
difficult. Based on conroarison of the mean scores, each group had 
seven of the duty areas rated as more difficult. 
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CONCLUSIONS AND RECOMMENDATIONS 
The conclusions and recommendations which follow are a result of 
this study. They may "be applied to the position of Extension and 
Youth Leaders who are employed by the Iowa CES. 
This chapter will he divided into three sections. Conclusions 
based on the data analysis are presented in section one; the recommenda­
tions for consideration by the administration and professional staff 
related to the 4-H program of the Iowa CES are presented in section two; 
and the recommendations for further study as an outgrowth of this in­
vestigation may be found in section three. 
Section One - Conclusions 
1. There is not general agreement among the respondents of this 
study as to the responsibilities of the Extension U-H and Youth 
Leaders. The respondents in this study differed in their per­
ceptions of which tasks and duty areas were performed, relative 
amount of time spent and relative criticality of performed tasks 
and duty areas. This lack of agreement and understanding of the 
role of the Extension 4-H and Youth Leader's position among those 
directly and continuously involved with the h~E program could 
be one of the contributing fa:tors to the relatively high 
turnover of Extension 4-H and Youth Leaders. 
2. Respondent characteristics were related to the differences 
in perceptions of the duty areas to be performed by the 
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Extension U-H and Youth Leaders. Shown in Table 35 is 
the summary of the three areas of analysis. 
Table 35. Summary of respondent characteristics contributing to sig­
nificant differences in perception of the duty areas of 
the Extension H-H and Youth Leaders 
Respondent Characteristics If Per- Relative Relative formed Time Spent Criticality 
Position of Respondents 
Number of Years in Present 
Position 
X 
X 
X 
X 
Sex Classification 
Educational Level Completed 
by Respondents 
Type of Geographical Assignment 
of the Professional Extension 
U-H and Youth Leaders 
X 
X 
X 
X 
X 
X 
X 
3. The significant differences in perception of duty areas were 
concentrated in three respondent characteristics. Of the 
68 significant differences noted in the three analyses of 
the duty areas, distribution was as follows: position of 
the respondent—22, educational level completed—20, type of 
geographical assignment—14, number of years in present 
position—8, and sex classification—4. 
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The members of the Expansion and Review Committee did not 
appear to perceive the position of the Extension U-H and Youth 
Leaders as expressed by the duty areas in the same manner as 
the other respondent groups. In each of the three areas of 
analysis, the members of the U-H Expansion and Review Committee 
had a different perception of the duty areas. 
a. The present recommended structure of the U-E Expansion and 
Review Committee includes high school age youth as partici­
pating members. These young people generally serve only 
one year on the committee. Therefore, they may not develop 
as complete an understanding of the duty areas performed as 
other respondents. 
b. The members of this committee tended to have fewer years of 
service than any of the other respondent groupings. The 
lower term of service could be a contributing factor in 
the level of perception. 
Respondents with graduate degrees perceived the relative time 
spent and criticality of the duty areas differently than the 
other respondent groups. There was a general tendency that as 
educational level increased, the perceptions of relative time 
spent and relative criticality of performing the duty areas de­
creased. This could be a trend toward central tendency and/or 
an area where interaction with position of respondents is 
evident in the study. The number of respondents with graduate 
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degrees was greater among the Area and State Administrators 
than any other category of respondents. 
The type of geographical assignment of the Extension U-H and 
Youth Leaders was noted as frequently contributing to the dif­
ferences in perceptions of the duty area analysis. 
a. When the analysis related to "Is the duty area performed?", 
the respondents from counties with single county, full-
time Extension 4-H and Youth Leaders perceived the perform­
ance of the duty areas differently. A possible explana­
tion for this difference would he that a single county full-
time employee would he more visible than employees with a 
part-time or two county assignment. 
b. Those respondents with area and state assignments per­
ceived the relative time spent and criticality differently. 
This difference in perception could possibly be explained 
by the relative distance and infrequent contacts between 
the Extension U-H and Youth Leaders and the Area and State 
Administrators 5 particularly the State Administrators. An 
interaction of respondent characteristics is suggested, 
particularly the characteristic of position. 
The respondents with the shortest service tended to perceive the 
role of the Extension 1+-H and Youth Leaders differently than 
those with greater years of service. As the length of service 
increases, the understanding and ability to identify the more 
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important components of position increases and the more nearly 
they perceive the duty areas performed similar to those 
respondents actually performing the duty areas. This would 
also suggest that there is an interaction between years of 
service and position. 
When considering the three categories of duty areas, each cate­
gory had duty areas with significant differences. The general 
categories of administrative and program execution contributed 
more frequently to the differences than the program related 
category. It appears that when the volunteer respondents were 
included in the results, the actual execution of the U-H 
educational program was not well-understood. An example of the 
lack of understanding was shown when a volunteer leader_stated, 
"County needs a full time i+-K and Youth Leader (male) to help 
the U-H club leaders select and prepare livestock for the County 
and State Fairs." 
The duty area of Recruit, Train, and Utilize Lay Leaders is 
extremely important to the successful accomplishment of the 
Extension 4-H and Youth prograju. The ability to appropriately 
utilize volunteer leaders greatly enhances the opportunity for 
success in the position as well as spreading the professional 
leadership over a potentially much wider audience. The state­
ment of "one person can't do it all" must be thoroughly in­
corporated into the operating philosophy of the successful 
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Extension and Youth Leaders. Several comments from lay-
volunteer leaders agreed with this philosophy. "I would hope 
an Extension and U-H Youth Leader could recruit persons to do 
(Conduct Programs) so as to spend more of his time organiz­
ing, administrating, etc." A:.other leader commented, "I believe 
if the Youth Leader plans her annual work, then specific pro­
grams, then recruits and trains k-E leaders to help, the rest 
will fall into place. If she or he gets enough good help it 
will leave them free to do their other duties properly." 
10. The respondent characteristic of prior experience as a 4-H 
club member was not a contributing factor to differences in 
perception of the duty areas of the. Extension 1+-H and Youth 
Leaders. 
11. There was general agreement between the Extension 4-H and Youth 
Leaders and the Area and State Administrators as to the relative 
difficulty of the duty areas performed. 
12. There were significant differences between the Extension i;-H 
and Youth Leaders and the Area and State Administrators in 
the perception of the specific tasks performed. 
a. For 92 of the 125 tasks, the Area and State Administrators 
indicated that they perceived more of the 1+-H and Youth 
Leaders accomplishing these tasks than did the Extension 
4-E and Youth Leaders. 
b. The Area and State Administrators perceived 113 of the 125 
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tasks as less time consuming than did the Extension 4-H 
and Youth Leaders. 
c. The Area ar.d State Administrators rated lOU of the 125 
tasks lower in the relative criticality than did the Exten­
sion 4-H and Youth Leaders, 
Each duty area had at least one task of which there was dis­
agreement in one of the three areas of analysis. Forty-six 
different task statements were found to show a significant 
difference. 
a. The seven duty areas of the program related category in­
cluded 19 of the significantly different tasks. This 
represents 3^ percent of the tasks in this category. 
b. The five duty areas of the program execution category had 
l4 of the significantly different tasks. This is only 28 
percent of the tasks of that category. 
c. The remaining 13 tasks ar'- associated with the administrative 
category which representee' 65 percent of the administratively 
related tasks. 
There were nine tasks which were particularly troublesome in 
that significant differences between the Extension 4-H and Youth 
Leaders and the Area and State Administrators were noted in more 
than one of the areas of analysis. Identified in Table 36 are 
these nine task statements. 
Table 36. Tanks with associated duty areas which were found to bo significantly different for at 
least two of the hypotheses related to the analysis of the 125 tasks 
Duty Area 
Significant Differences Determined for 
Task Is Task 
Performed? 
Relative 
Time Spent 
Relative 
Criticality 
Prepare Specific Program 
Plans 
Plan material to be covered X 
Respond to Client Requests 
for Technical Assistance 
Evaluate implications of 
possible alternatives with 
respect to client's situa­
tion 
Develop and Maintain 
Public Relations 
Demonstrate procedures if 
necessary 
Follow up results and evalu­
ate impact of assistance 
given 
Develop, maintain, and up-date 
lists for dissemination of 
information 
Develop and Maintain Staff 
Relationships within the 
Extension Service, the 
University, and the State 
and Federal Departments of 
Agriculture 
Make visits to promote CES 
program 
Share information with other 
agents and with university 
personnel 
Table 36, continued 
Significant Differences Determined for 
Duty Area Task 
Is Task Relative Relative 
Performed? Time Spent Criticality 
Maintain and Increase Take formal education X X 
Professional Competencies courses 
Perform Administrative 
Functions 
Provide information for 
budget preparation 
X X 
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The duty area of Respond to Client Requests for Technical 
assistance and the nine tasks associated vith this duty area 
were interpreted differently by the respondents. 
a. Six of the nine tasks were found to have significant 
differences in perceptions. The nine tasks of this duty 
area were perceived as being performed by fewer of the 
Extension and Youth Leaders than for 12 of the other 
l4 duty areas. 
b. The tasks of this duty area were rated as being among 
the lowest in terms of relative time spent and relative 
criticality. 
c. The nature of the Extension i+-H and Youth Leaders' 
position with the CES dofs not emphasize technical 
subject matter like many other Extension positions do. 
This could be a contributing factor to the differences 
noted in this area. 
d. This investigator suggests that this duty area and asso­
ciated tasks should not be considered an important part 
of the position of the Extension U-H and Youth Leader. 
The duty area of Perform Administrative Functions and the 
associated tasks were perceived differently by the respondents, 
a. Nine of the 13 tasks had ^significant differences in per­
ception noted. These differences were noted only in the 
areas of analysis of, "Is the task performed?" and relative 
time spent. 
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b. In the past, the position of Extension h-E and Youth 
Leader has been a supporting role to the County Extension 
Director in the general area of administrative functions. 
Three additional duty areas h'ld at least 50 percent of the 
respective task statements vi'.h significant differences noted 
in at least one of the areas ;f analysis. 
a. The analysis indicated that Evaluating Program Effective­
ness is not being perfomi'îd at the level perceived by 
the Area and State Administrators. This investigator 
would suggest that there should be increased utilization 
of the evaluation processes by the Extension ii-H and 
Youth Leaders to provide Input into the program planning 
process, a key element in adult education. 
b. The analysis indicated that the Area and State Adminis­
trators perceived the duty area of Develop and Maintain 
Staff Relationships vithin the Extension Service, the 
University, and the State and Federal Departments of 
Agriculture as consuming less time to perform and a^ less 
critical than the Extension and Youth Leaders. The 
4-H and Youth Leaders reported that information giving, 
generally speaking, is significantly more time consuming 
than recognized by the Area and State Administrators. 
This may be a reaction to administrative requests for 
civil rights related reports and other administratively 
required reports. 
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c. The Extension i+-H and Youth Leaders indicated that the 
duty area of Maintain and Increase Personal Professional 
Competencies vas more tine consuming and more critical 
than recognized by the Area and State Administrators. 
(1) Two-thirds of the 4-H and Youth Leaders indicated 
the task of Taking formal education courses was 
performed. The Iowa CSS is stressing the need for the 
professional staff to complete a master's degree. 
(2) Thirty percent of the presently employed Extension 
4-H and Youth Leaders possess a master's degree. 
It would appear that more of the Extension i+-K and 
Youth Leaders, as professional educators, will be 
involved with formal course work as an answer to 
professional inrorovement. 
The results of this investigation are generally compatible 
with the key areas of responsibility of the Extension i+-H and 
Youth Leaders as summarized in the second chapter. Previous 
research indicated the following items as key components of 
the position of the Extension 4-S and Youth Leader: planning 
and evaluating the County U-H program, organizing and coordi­
nating clubs, providing information directly, and training 
local leaders. 
a. This investigation has reaffirmed that training local 
leaders is an extremely inroortant role component. The 
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other important duty areas, identified in this investiga­
tion, are seen as a refinement and clarification of the 
role components identified in previous research. This 
study emphasized the duty area of Preparing of Specific 
Program Plans. This duty vas identified as one of the most 
important duty areas in this study. In addition, six of 
the tasks of this duty area are identified as being very 
important to the role of the Extension and Youth Leader. 
The evaluation of the County U-E program was rated lower in 
this study. Providing information directly is similar to 
the duty area of Respond to Client Requests for Specific 
Information. 'This duty area was among the top four in 
this investigation. 
b. The biggest variation wa:: in the area of Organizing and Con­
ducting Clubs. At one time, the area of Organizing and Con­
ducting Clubs was an important coc^onent of the role of the 
Extension U-H and Youth Leader This duty area was not em­
phasized in this study. However, this investigation would 
suggest that the duty area of Conduct Programs was shown to 
be critical. This duty area was identified as one of the 
most important duty areas now being performed. There has 
been a shift from the serving of individual clubs of the 
past to the overall county-wide program leadership role 
through the duty areas oT Prepare Specific Program Plans 
and Conduct Programs. These two duty areas are now 
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emphasized hy the Area and State Administration of the 
Iowa CES. 
The respondents did not contribute suhstaintial numbers of new 
tasks or duty areas which were not at least partially identified 
in the tasks and duty areas of the utilized questionnaire. Most 
of the suggestions for additions to the duty areas and task 
listings included the following: 
a. "Working with Youth: Provide leadership for kids: Visit 
local 4-E clubs and local improvement shows." All of these 
suggestions could be specific actions an Extension U-H and 
Youth Leader does in the duty area of Conduct Programs. 
b. Also suggested were tasks such as: "Supervise activities 
at the County Fair: Supervise activities (other than 
County Fair): Guide County U-H Councils." These sugges­
tions do not appear to fit into any existing task state­
ments. The addition of the following task statement to the 
duty area of Conduct Programs is suggested: 
Provide guidance, leadership, and supervision to 
groups and activities. 
Based on the reaction of several volunteer leaders, the two-
county Extension U-H and Youth Leader positions are difficult 
assignments. Typical comments were "Two-county positions are 
ni^tmares. Two-county positions are too much for one staff 
member." 
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Section Two—Recommendations for Consideration 
In this section five recommendations will be presented for considera­
tion by the individuals involved with the Extension 4-H and Youth pro­
gram. These recommendations are based on the analysis of the 
data included in this study and the nclusions previously listed. 
1. There is a need to clarify the duty areas and tasks of the 
position of the Extension 4-K and Youth Leaders employed by 
the Iowa CES. The following process is recommended. 
a. Representatives of Extension 4-H and Youth Leaders and 
the Area and State Administrators should form an ad hoc 
committee to develop an extensive role definition based 
on the key duties and tasks identified in this study. 
b. The County Agricultural Extension Council members, as joint 
employers, should be given the opportunity to review and 
provide input into the ad hoc committee's recommendations. 
c. The ad hoc committee, with the CES administration support, 
should conduct an extensive in-service training program to 
explore and explain the agreed-upon role definition with 
all presently employed h-'d and Youth Leaders and the Area 
and State Administrators. 
d. The agreed-upon role definition should be discussed with the 
4-H Expansion and Review Committee and the 4-S Organiza­
tional Leaders. Other groups such as the 4-H Project 
Leaders, County U-H Council and the County Fair Board could 
benefit from a clearer urierstanding of the role of the 
Extension i4~H and Youth Leader. 
e. The agreed-upon role definition should be utilized during 
the orientation and induction training program of newly 
employed Extension U-?I and Youth Leaders to gain an 
early understanding of the important tasks and duty areas. 
f. The agreed-upon role definition should be utilized in the 
recruitment and selection process for new Extension U-H 
and Youth Leaders. There is a need for greater clarity 
as pointed out by a staff member who stated, "I do feel 
the job of an Extension staff person is poorly presented 
to applicants and hope this will help that situation." 
g. This investigator would suggest that the important tasks 
and duty areas should be used as background information 
for the development of a recruiting brochure. The de­
velopment of an audio-visual presentation based on the im­
portant elements would be helpful in the recruitment process. 
2. A set of important duty areas and associated tasks can be 
identified based on this study. These duty areas and tasks 
should be considered as extremely important to the successful 
performance of the position of the Extension k-H and Youth 
Leader. Criteria used to identify these tasks and duty areas 
are listed in Appendix K. Th? identified tasks and duty areas 
will be grouped into three categories which have been used 
throughout this study. 
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Program Execution - This category must be considered first 
as the five respondent groups indicated the three most impor­
tant duty areas are in this category. The following duty 
areas and tasks should be- considered as important elements 
in the role of the Extension 1;-H and Youth Leader. 
(1) Duty Area - Prepare Specific Program Plans 
Tasks - Determine objectives and audience for program 
Review available material and secure additional 
materials if needed 
Consult advisory committee and other community 
leaders in the preparation of specific program 
plans 
Determine meut effective learning strategies and 
experiences Tor subject and specific audiences 
Prepare educational program units including 
demonstrations, lectures, discussion guides, and 
evaluation instruments 
Plan for personnel, facilities, equipment and 
publicity 
Communicate md coordinate plans with other staff 
(2) Duty Area - Conduct Programs 
Tasks - Conduct educational programs 
Lead discussions 
Evaluate programs 
(3) Duty Area - Recruit, Train, and Utilize Lay Leaders 
Tasks - Determine type and number of lay leaders needed 
Develop job descriptions for volunteer positions 
Consult advisory committee members or other key 
people in the community for nominations and 
assistance in recruiting leaders 
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Discuss with potential leaders what is expected 
of them and how they can contribute 
Obtain commitment from leaders regarding 
time and resources they will provide 
Identify or assist leaders in identifying 
training needs 
Plan and conduct training sessions 
Assign program responsibilities to lay leaders 
Provide continuing support, training, and 
guidance to lay leaders 
Provide appropriate recognition for lay 
leaders 
Evaluate impact of lay leader program 
accomplishments 
(^) Duty Area - Respond to Client Requests for Specific 
Information 
This duty area had no tasks which met the criteria 
for inclusion in important task listing. However, 
the five respondent groups indicated that it was in 
the top four duty areas in overall criticality. 
b. Program Related - The five respondent groups indicated that 
the following duty areas are in the top seven in terms of 
relative criticality to the overall successful performance 
of the Extension U-H and Youth Leader's role. They are: 
Prepare Annual Plan of Work; Develop and Maintain Public 
Relations; and Assess Community Needs. The duty areas of 
this category and the associated tasks that met the 
criteria are listed below. 
(l) Duty Area - Assess Community Needs 
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Tasks - Becruit, select, and organize advisory 
committee members 
Consiil" advisory committee and other community-
leaders in the assessment of community needs 
Determine the priorities of needs 
Duty Area - Prepare Annual Plan of Work 
Tasks - Review, up-date or prepare long-range plan 
Select program topics 
Consult advisory'" committee and other community 
leaders in preparation and review of plan of 
action 
Consult volunteers about plans, time commitments, 
and resources 
Coordinate plans with other local staff and 
supporting staff 
Duty Area - Evaluate Program Effectiveness 
Tasks - Assess subsequent behavioral changes 
Consult advisory committee or lay leaders 
in the evaluation process 
Duty Area - Develop and Maintain Public Relations 
Tasks - Identify individuals and groups whose support 
is important to the Cooperative Extension Service 
Develop and maintain working relationships and 
rapport with key individuals 
Develop and maintain working relationships and 
rapport with mass media 
Prepare publicity articles 
Duty Area - Develop and Maintain Staff Relationships within 
the Extension Service, the University, and the State and 
Federal Departments of Apyiculture 
Tasks - Keep administration informed of results, problems, 
and progress 
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(6) Duty Area - Supervise Staff 
Tasks - Identify staff needs and abilities 
Make assignments and explain duties 
Assist staff in program development and 
execution 
Give feedback and recognition to staff 
Coordinate work of staff 
c. Administrative - The two duty areas in this category were 
in the lower half of the duty areas in the overall rela­
tive criticality. The two professional groups did identify 
the following tasks which met the established criteria 
for inclusion in .the important tasks list. 
(1) Duty Area - Maintain and Increase Personal Profes­
sional Competencies 
Tasks - Evaluate personal areas of strengths and 
weaknesses 
Read relevant periodicals, publications 
Participate in training conferences, workshops 
(2) Duty Area - Perform Administrative Functions 
Tasks - Participate in staff meetings 
3. There is a set of tasks which the two professional groups 
indicated are not critical to the successful performance of 
the role of the Extension U-H and Youth Leader. These tasks 
should be de-emphasized in any Extension 1+-H and Youth Leader 
role definition. The criterion utilized to include tasks in 
the listing was that the tasks were the lowest in relative 
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criticality by both groups with a mean score of under $.000. 
It should also be noted that 10 of the 13 following tasks 
•were among the lowest in relative time spent by both pro­
fessional groups. 
a. Duty Area - Assess Community Needs 
Tasks - Review demographic data about community 
b. Duty Area - Prepare Annu.-il Plan of Work 
Tasks - Review prior narrative and statistical reports 
Allocate person-days in each area 
c. Duty Area - Conduct Programs 
Tasks - Obtain insurance coverage for groups and clubs 
if necessary 
d. Duty Area - Respond to Client Requests for Specific 
Information 
Tasks - Keep records of requests and information given 
e. Duty Area - Respond to Client Requests for Technical 
Assistance 
Tasks - Visit location/client if necessary 
Facilitate communication between client and 
specialist 
Demonstrate procedures if necessary 
Keep records of requests and assistance given 
f. Duty Area - Report Activities, Impact, and Accomplishments 
Tasks - Report statistical data on EMIS according to codes 
This task met the criteria for inclusion in this group of 
de-emphasized tasks. However, it must be recognized that 
there is an administrative need to keep this as an 
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appropriate task in the role of the Extension 4-H 
and Youth Leader 
g. Duty Area - Perform Administrative Functions 
Tasks - See that office equipment is maintained 
Set up/maintain filing system 
Serve on office committees 
The duty area of Evaluate Program Effectiveness was not viewed 
as extremely important to the overall successful performance 
of the Extension U-H and Youth Leader's position. However, 
evaluation was identified as important tasks in two other 
duty areas. This investigator would recommend that the im­
portance of program evaluation methods and utilization be 
emphasized during in-service training programs of the Ex­
tension U-H and Youth Leaders. 
There appears to be a continuing need to emphasize to the 
Extension and Youth Leaders the importance of two tasks 
which must be considered extremely important to the success­
ful operation of the Iowa CES. This recommendation is made 
as the analysis indicated that not all of the Extension li-H 
and Youth Leaders are performing the following tasks. 
a. Task - Participate in staff meetings. The Iowa CES 
places a team of professional educators in each county 
to conduct the informal Extension education program. All 
county-based staff members, including the Extension U-H 
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and Youth Leaders, should be fully participating members of 
this team. This includes participating in staff conferences 
in order to provide the most effective educational program 
possible to the residents of each county. 
b. Task - Ensure that program operations are in compliance 
with affirmative action requirements. The laws of the 
United States, specifically those related to Title VI and 
Title VII of the Civil Eights Acts of ISGh, must be recog­
nized and adhered to by the Extension staff, including the 
Extension and Youth Leaders. Failure to comply could 
result in loss of substantial amounts of federal revenue, 
with the end result being the loss of many positions. 
Section Three - Recommendations for Additional Research 
There is a need to continue research in the general area of job 
analysis of Extension workers as a continuation of this investigation. 
Five additional areas of research are suggested. 
1. There appears to be an interaction of several of the respondent 
characteristics and their perceptions of the duty areas as per­
formed, relative time spent .-ind relative criticality. The na­
ture and strength of this interaction needs to be investigated. 
2. This investigation has identified the tasks upon which to 
continue to the next step in the personnel selection valida­
tion process. The next step, as suggested by Menne, McCarthy, 
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and Menne, is the identification of the knowledge, skills, 
abilities, and other persona] characteristics needed by-
professional staff members employed by the Iowa CES to per­
form the identified tasks. 
This investigation showed that formal education had signifi­
cant effect on the perceptions of the respondents regarding 
the duty areas performed, relative time spent and relative 
criticality of duty areas performed by Extension U-H and 
Youth Leaders. The respondents are involved with and receive 
varying amounts of informal adult education during their 
tenure in the position identified in this study. A question 
of interest is: Does the increased adult education change 
the perceptions of the duty areas performed by the Extension 
4-H and Youth Leader? 
This study should be repeated to continue refinement of the 
role definition of the Extension 4-S and Youth Leader. How­
ever, any new investigation should be conducted at a time 
of the year other than the heavy 4-S program execution summer 
months. 
A similar detailed job analysis should be conducted for each 
of the CES field positions. This could include the position 
of County Extension Directors, the Extension Home Economists 
and the Area Extension Specialists. 
17^ 
If there is a need to fully lefine the role of others in­
volved in the field of adult education, the procedures used 
in this investigation could be utilized. 
An individual self-concept as it relates to role fulfillment 
and the contribution it makes in the frequent turnover of 
professional Extension U-H and Youth Leaders should be in­
vestigated. 
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SUMMARY 
Extension 4-H and Youth Leaders are professionals employed to 
implement an informal educational h-E and Youth program aimed at 
Iowa's 9 to 18 year old youth. The 4-H and Youth program is one 
of the four main educational components of the Cooperative Extension 
Service of Iowa State University. 
Recently, there has been a need to replace annually 12 to 15 per­
cent of the professional Extension U-K and Youth Leaders. This con­
tinuing need to replace these professionals raised questions as to what 
qualifications should be sought as new staff members are recruited and 
selected. The qualifications needed to successfully perform a job 
must be specifically related to the job performed and be part of a 
valid personnel selection procedure. 
A review of the literature showed that employers may choose from 
at least three validation strategies. Most employers are finding 
that the nonstatistical, content validation strategy is the only 
practical strategy to utilize. A key element in recently developed 
content validation procedures is the analysis of the job by those who 
are knowledgeable about the job. The analysis of the job should 
include: 
1. Major duties actually performed 
2. Critical nature of each duty performed 
3. Degree of difficulty of each duty performed 
4. Amount of time spent or frequency of performing the duty 
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5. Knowledge, skills, abilities and other characteristics 
which are important for job performance and not learned on 
the job. 
The purpose of this study was to conduct a detailed analysis of 
the role of the single-county and two-county Extension ^-H and Youth 
Leader as performed in Iowa. 
In view of the direct and continuing involvement with the 4-H 
program, five groups were identified as being knowledgeable about the 
role of the Extension 4-H and Youth Leader. The five groups are: 
1. The Extension 4-H and Youth Leaders 
2. The Area and State Administrators 
3. County Agricultural Extension Council members 
4-H Expansion and Review ComnLttee members (County 4-H 
Committee) 
5 .  4-H Club Organizational Leaders 
Previous studies of the role of the Extension k-E and Youth 
Leaders conducted in other states suggested four broad areas of 
responsibility as important to this position. These duties were: 
1. Planning and evaluating the county program 
2. Organizing and coordinating clubs 
3. Providing information directly 
4. Training local leaders 
The data gathered from the five respondent groups were based on 
a questionnaire developed under the leadership of the American 
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Institute of Research (AIR). AIR is under contract to the Extension 
Service, United States Department of Agriculture to conduct a 
nation wide job analysis. Iowa is one of the eight cooperating pilot 
states in this project. 
Two types of questionnaires were used in this study. The two 
professional staff groups completed parts one, two and three of the AIR-
developed questionnaire, while the three lay volunteer groups completed 
a shorter adaptation of the AIR form. The two professional staff 
groups were asked to evaluate 125 tasks grouped into lU duty areas in 
terms of: 
1. Is the task performed? 
2. Relative time spent on performed tasks 
3. Relative criticality of performed tasks 
The two professional groups and three lay volunteer groups were 
asked to evaluate the 1^ duty areas in terms of: 
1. Is duty area performed? 
2. Relative time spent on duty area if performed 
3- Relative criticality of duty area if performed 
h. Relative difficulty of duty area if performed (rated only 
by the two professional groups) 
A rating scale of one to nine with five as the midpoint was used 
for the relative time spent, relative criticality and relative diffi­
culty analysis, while a two-point nominal scale was used to relate if 
the tasks and duty areas were performed. An analysis was made to 
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determine the relationships of the respondents' perception of the duty 
areas with six descriptive variables. The six descriptive variables 
are : 
1. Position of respondent 
2. Number of years in present position 
3. Sex classification 
U. Educational level completed by respondents 
5. Type of geographical assignment of the professional Extension 
U-H and Youth Leaders 
6. Prior experience as a 2;-H me nber 
The AIR developed questionnaire was sent to 43 Extension 4-H 
and Youth Leaders and 21 Area and State Administrators employed by 
the CES during June, 1977. Four hundred seventy-three of the shorter 
questionnaires were sent in July, 1977, to a randomly selected sample 
of eight volunteers from each of the three lay volunteer groups from 
20 randomly selected counties which employ one-county or two-county 
Extension 4-H and Youth Leaders. Usable returns from the various 
groups were as follows: Extension U-H and Youth Leaders, 95.3^; Area 
and State Administrators, 100%', County Agricultural Extension Council 
members, 72.5^; 4-H Expansion and Review Committee members, JO.h%; 1|-H 
Club Organizational Leaders, 66.8%. 
The data were analyzed with four statistical procedures. The 
Chi-Square procedure was used to analyze the response to the question, 
"Is the task and duty area performed?". The students t test was 
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used to analyze response of the two professional groups as to the 
relative time spent, the relative criti cality and the relative diffi­
culty. The one way classification analysis of variance procedure, 
supplemented by the Duncan's test was used to analyze the responses 
related to the relative time spent and relative criticality of the 
duty areas. 
Seven hypotheses were developed for this study. They were null 
hypotheses or statements of no differences. For each hypothesis the 
five percent level of significance was used in determining if the 
observed variation was accountable by other than chance. The null 
hypotheses were rejected if significant differences were noted for 
ten or more task statements, or for three or more duty areas. 
The first three null hypotheses were related to the analysis of 
the 125 tasks by the two professional groups. The next four hypoth­
eses were related to the analysis of the li; duty areas. The per­
ceptions of the three lay volunteer groups and the two professional 
staff groups were analyzed for hypotheses four, five and six. Only 
the perceptions of the two professional groups were analyzed for hypoth­
esis seven. 
Null hypothesis number one states: There is no significant dif­
ference between the Extension U-H and Youth Leaders; and their Area 
and State Administrators' perceptions of the tasks within each duty 
performed by the Extension k-E and Youth Leader. 
This hypothesis was rejected as significant differences were noted 
for 13 of the task statements. In each of the 13 task statements. 
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greater numbers of the Area and State Administrators perceived the 
tasks being performed than did the Extension h-E and Youth Leaders. 
Fifty-three tasks in 11 duty areas were perceived as being'per­
formed by at least 90 percent of the Zxtension U-H and Youth Leaders. 
Null hypothesis number two states: There is no significant 
difference between the professional Extension U-H and Youth Leaders' and 
their Area and State Administrators' perceptions of the relative amount 
of time spent by the Extension U-H and Youth Leaders performing the 
tasks within each duty. 
This null hypothesis was rejected as significant differences be­
tween the two professional groups were noted for 28 task statements. 
In each of the 28 task statements, the Area and State Administrators 
perceived the tasks as consuming significantly less time than did 
the Extension U-H and Youth Leaders. 
Twenty tasks were identified as consuming more than an average 
amount of time to perform. There was general agreement between the 
two professional groups for the six most time consuming tasks. The 
most time consuming tasks were associated with the duty areas of: 
Prepare Specific Program Plans; Conduct Programs; and Recruit, Train, 
and Utilize Lay Leaders. 
Forty-four tasks were identified as consuming a low amount of 
time to perform. For each of these tasks, the Area and State Administra­
tors perceived the task as consuming less relative time to perform. 
Nineteen of the tasks with significant differences were noted among 
these 41+ low time consuming tasks. 
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Null hypothesis three states: There is no significant difference 
between the professional Extension and Youth Leaders' and their 
Area and State Administrators' perceptions of the relative criticality 
of tasks performed within each duty by the Extension U-H and Youth 
Leaders. 
This null hypothesis was rejected as significant differences were 
noted for l6 of the task statements. The Area and State Administrators 
generally perceived these l6 tasks as less critical than did the Ex­
tension U-H and Youth Leaders. 
Eighty-six tasks were identified by the Extension it-H and Youth 
Leaders as above average in criticality while the Area and State 
Administrators identified only 66. There was general agreement be­
tween both groups on the six most critical tasks. 
The Extension 4-E and Youth Leaders rated no tasks as low in 
criticality while the Area and State Administrators rated seven tasks 
low in criticality. The two professional groups generally agreed 
on the four lowest tasks in terms of relative criticality. 
Null hypothesis number four states : There is no significant 
difference in perceptions of the duties performed by the Extension U-H 
and Youth Leaders when classified by the selected characteristics of: 
a. Position of respondents 
b. Number of years in present position 
c. Sex classification 
d. Educational level completed by respondents 
e. Type of geographical assignment of the professional Extension 
1+-H and Youth Leaders 
f. Prior experience as a 4-E member 
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The null hypothesis was rejected for the respondent character­
istics of: position of respondent, educational level completed by 
respondents, and the type of geographical assignment of the professional 
Extension k-'d and Youth Leaders. 
When grouped by the various characteristics, the Area and State 
Administrators, the respondents with four or more years of service, 
the male respondents, the respondents with graduate degrees, the 
respondents with area and state assignments, and respondents with no 
prior experience as a 4-K member generally perceived more of the Ex­
tension 4-E and Youth Leaders performing the lU duty areas than other 
respondent groupings. 
Null hypothesis number five states: There is no significant 
difference in perceptions of the relative amount of time spent by 
the professional Extension h-E and Youth Leaders accomplishing the 
duties performed when classified by the selected characteristics of: 
a. Position of respondents 
b. Number of years in present position 
c. Sex classification 
d. Educational, level completed by respondents 
e. Type of geographical assignment of the professional Exten­
sion i+-H and Youth Leaders 
f. Prior experience as a U-H member 
The null hypothesis was rejected for the respondent character­
istics of: position of respondent, number of years in present posi­
tion, sex classification, educational level completed by respondents, 
and type of geographical assignment of the professional Extension U-H 
and Youth Leaders. 
The two professional groups, the respondents with four or more years 
of service, the male respondents, the respondents with graduate degrees. 
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the respondents with area or state assignments and those with prior 
experience as a 4-H member generally perceived the fourteen duty areas 
as less time consuming than the other respondent groupings. 
Null hypothesis number six states: There is no significant dif­
ference in perceptions of the relative criticality of the duties 
performed by the Extension I4—H and Youth Leaders when classified by 
the selected characteristics of: 
a. Position of respondents 
b. Number of years in present position 
c. Sex classification 
d. Educational level completed by respondents 
e. Type of geographical assignment of the professional Ex­
tension k-E and Youth Leaders 
f. Prior experience as a U-H member 
The null hypothesis was rejected for the respondent characteris­
tics of: position of the respondent, number of years in present 
position, educational level completed by respondents, and type of 
geographical assignment of the professional Extension i;-H and 
Youth Leaders. 
The members of the i;-H Expansion and Review Committee, the respond­
ents with graduate degrees, the respondents with less than a full-
time one county Extension li-H and Youth Leader, and the respondents 
with prior experience as a 4-E member tended to perceive the l4 duty 
areas as less critical than any of the other respondent groupings. 
Prior experience as a 4-E member did not contribute to any of 
the significant differences noted in perceptions in any of the three 
areas of analysis of the lU duty areas. 
Null hypothesis number seven states : There is no significant 
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difference between professional Extension U-K and Youth Leaders' and 
their Area and State Administrators' perceptions of the relative diffi­
culty of the duties performed by the Extension 4-H and Youth Leaders. 
There was insufficient evidence to reject this null hypothesis. There 
was general agreement between the two professional groups on the rela­
tive difficulty of the duty areas performed. There was no signifi­
cant differences noted among any of the l4 duty areas. 
The l4 duty areas and 125 associated tasks were grouped into 
three broad areas of program execution, program related and adminis­
trative. 
From the data of this study, the p -ogram execution category must 
be considered the most important collection of duty areas as the four 
top duty areas in importance to the successful performance of the Exten­
sion 1+-H and Youth Leader role fell into this category. Twenty-one 
tasks which met a set of established criteria were identified as ex­
tremely important to the role of the Extension U-H and Youth Leader 
from the category of program execution. 
The program related category had three duty areas in the top seven 
duty areas of relative criticality. Twenty-one additional tasks from 
the duty areas of this category met the criteria as extremely impor­
tant to the role of the Extension 4-H and Youth Leader. 
The administration category had two duty areas which added four 
additional tasks to the list of important tasks of the role of the 
Extension 4-H and Youth Leader. 
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In suramation, the results of this study indicate that there is not 
agreement and understanding of the duties and tasks performed by the 
Extension U-H and Youth Leaders employed by the Iowa State University 
CES. However, there is a set of duty areas and tasks which has been 
identified in this study as being extremely important to the success­
ful performance of the role of the Extension U-H and Youth Leader. 
There is a need to develop among the professional and the volun­
teer groups that are continually and directly involved with the U-K 
and Youth program a clearer understanding of the role of the Extension 
1+-H and Youth Leader. As this clearer understanding is developed, the 
relative high rate of turnover of professional Extension U-H and 
Youth Leaders should be reduced. 
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INTRODUCTION 
County extension agents having responsibility for program activities in 
agriculture, 4-H and youth development, and home economics and family living 
in your state and seven other cooperating states are being asked to partici­
pate in the job analysis phase of a 25-month project. The objectives of the 
project are to develop (1) valid selection instruments and procedures for 
entry-level agents and (2) performance evaluation instruments and procedures 
for agents at all levels. The instruments and procedures developed during 
the project will be made available to the Cooperative Extension Services of 
the fifty states for use at their discretion. 
This questionnaire contains three parts. Part I is concerned with 
background information. One standard questionnaire format is being used for 
all agents in all states. The information from this section will be used to 
compare the data from the remaining two parts in terms of the background 
variables to determine similarities and differences between and among posi­
tion classes and the eight states. 
Part II is concerned with the job duties and job tasks carried out by 
the agents in their present jobs. The duties and tasks included in the 
questionnaire are based upon data collected previously during field visits 
by the AIR staff to each of the eight participating states. 
Part III is concerned with the Imowledge, ^ kills, abilities, and other 
characteristics (KSAO's) of agents which may be necessary to do a satisfac­
tory job as a county extension agent. The KSAO's are also based on data 
obtained during the field visits. 
Instructions for comp.leting each section appear immediately before each 
section. Completing the questionnaire in accordance with these instructions 
will help insure that a standard frame of reference is used by all agents in 
completing each section. Your cooperation in promptly completing and return­
ing the questionnaire will facilitate the development of instruments and 
procedures based on a comprehensive sample of agents representative of all 
eight cooperating states. 
1 
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INSTRUCTIONS FOR COMPLETING PART I 
Please complete the items requested that are applicable to your present 
job. Your name is requested so that the project staff may monitor the 
returns of the questionnaires. Results will be released only in aggregate 
form without individual identification. 
2 
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Part 1. BACKGROUND DATA 
Name: 
last first middle initial 
1. Location: EUlowa® ^Michigan® O New Hampshire® [^New Mexico ® 
I I Pennsylvania © South Carolina® Texas® I I Washington® 
2. For how many counties are you responsible? 
3. What is your present position title? 
4. How long have you had this title? (round to nearest year) 
5. How long have you been a county extension agent? Include experience 
at all professional levels (round to nearest year). 
6. Indicate the approximate percent of your time you spend in 
each of the following program areas: 
% Agriculture® % 4-H/Youth ® 
% Home Economics/Family Living ® 
% Other (please specify) ® 
7. Are you the only agent on the county staff working i—i i—i 
in your primary program area? I I Yes ® I I No ® 
8. Do you help support a program area for which no agent i—i i—i 
on the county staff has the primary responsibility? | i  Yes ® | | No ® 
9. How many extension agents, including yourself, are on the county staff? 
10. Do you officially supervise any personnel in the county office? I I  Yes ® I I No ® 
If YES, how many of each of the following do you supervise? 
Other extension agents ® 
Program assistants ® 
Program aides ® 
Secretaries® 
Other (please specify) ® 
3 
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INSTRUCTIONS FOR COMPLETING SECTION A-PART II 
Section A contains a list of job tasks grouped into 14 duty areas. You 
are to complete three steps, in order, in filling out Section A. Complete 
each step as it applies to your present job in your present location. 
STEP 1: Read through the entire list of job tasks on pages 5 
through 11. If you perform the task listed, place a / 
in Column 1 after the task. If you do not personally 
perform the task listed, even though you may see to it 
that others do, leave Column 1 blank. Do this now for 
all tasks before going on to the instructions for 
Step 2. 
STEP 2: Complete this step only for those tasks you checked in 
Column 1. Use Column 2 to rate the relative amount of 
time spent on each task. Relative amount of time 
spent means the total amount of time you spend doing 
the task compared with the amount of time you spend on 
all other tasks you checked. In making this rating, 
develop a frame of reference by scanning the entire 
list of tasks, not just those in a single duty. Pick 
out one of the tasks on which you spend the most time. 
Use this as a benchmark for the 9 on the rating scale. 
Then pick out one of the tasks on which you spend the 
least amount of time. Use this, is a benchmark for the 
1 on the scale. Using these as reference points, rate 
all of the tasks you perform. Try to use the entire 
nine-point range in rating the tasks. For your con­
venience, the scale appears at the top of each page of 
Section A. Complete the RELATIVE AMOUNT OF TIME SPENT 
ratings in Column 2 for all tasks you perform before 
going on to the instructions for Step 3. 
STEP 3: Complete this step only for those tasks you checked in 
Column 1. Use Column 3 to rate the relative criticality 
of each task. Relative criticality means your judgment 
of the relative importance of performing the task compe­
tently in order to do your total job satisfactorily. 
Again, develop a frame of reference by scanning the 
entire list of tasks. Pick out one of the tasks which 
you feel is most important to your total job- Use this 
as a benchmark for the 9 on the scale. Then pick out 
one of the tasks which you feel is least important to 
your total job and use it as a benchmark for the 1 on 
the scale. Using these as reference points, rate all 
of the tasks you perform trying to use the entire nine-
point range in judging the relative importance of the 
tasks. Complete the RELATIVE CRITICALITY ratings in 
Column 3 for all tasks you perform before going on to 
Section B. 
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rating columns 2 and 3: ^ ^ ^ 3 - Low 6 - Above average 9 = Extremely hign 
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III 
2 
II 
3 
DUTY 1 - ASSESS COMMUNITY NEEDS B 
1. Recruit, select, and organize advisory committee members. 
2. Review demographic data about community. 
3. Assess community resources, facilities, and services. 
4. Review past program interest and results, including requests for 
assistance. 
5. Consult advisory committee and other community leaders in the 
assessment of community needs. 
6. Solicit and assess views of public concerning community needs. 
7. Determine priorities of needs. 
8. Educate community on needs and priorities. 
9- Prepare a county situational statement or assessment survey in 
all program areas. 
DUTY 2 - PREPARE ANNUAL PLAN OF WORK 
1. Review prior narrative and statistical reports. 
2. Review, up-date, or prepare long range plan. 
3. Determine annual and long-term objectives in each area. 
4. Select program topics. 
5. Select teaching methods. 
6. Consult advisory committee and other community leaders in preparation 
and review of plan of action. 
7. Consult volunteers about plans, time commitments, and resources. 
8. Coordinate plans with other local staff and supporting staff. 
9. Allocate person-days in each area. 
10. Schedule programs on calendar. 
11. Determine how effectiveness will be evaluated. 
12. Code plan according to EMIS codes. 
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Use this scale for 
rating columns 2 and 3: 
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DUTY 3 - PREPARE SPECIFIC PROGRAM PLANS 
1. Determine objectives and audience for program. 
2. Review available material and secure additional materials if needed. 
3. Consult advisory committee and other community leaders in the 
preparation of specific program plans. 
4. Identify resource personnel and assign responsibilities. 
5. Determine most effective learning strategies and experiences for 
subject and specific audiences. 
6. Set schedule. 
7. Plan material to be covered. 
8. Prepare educational program units including demonstrations, lectures, 
discussion guides, and evaluation instruments. 
9. Plan for personnel, facilities, equipment and publicity. 
10. Estimate dollar and time costs to implement specific programs. 
11. Ensure that programs will be in compliance with relevant policies 
and regulations. 
12. Plan program evaluation. 
13. Communicate and coordinate plans with other staff. 
DUTY 4 - CONDUCT PROGRAMS 
WWVWWV AWWWW» wwvww* 
NOTE: Check only the tasks you do yourself. Duty 7 concerns what you 
do in support of lay leaders who may perform some of the tasks 
in this duty. 
1. Prepare and issue announcements. 
2. Enroll participants. 
3. Solicit funds from donors for programs as necessary. 
4. Obtain speakers, materials, equipment, handouts. 
5- Obtain insurance coverage for groups and clubs if necessary. 
6. See that facilities are ready for program. 
7. Conduct educational programs. 
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DUTY 4 - CONDUCT PROGRAMS (continued) 
8. Lead discussions. 
9. Conduct follow-ups. 
10. Evaluate programs. 
DUTY 5 - RESPOND TO CLIENT REQUESTS FOR SPECIFIC INFORMATION 
1. Question client to determine full nature of the problem. 
2. Answer client's request directly with specific information. 
3- Refer client to source of information. 
4. Use available sources to obtain answer when not already known to 
give client. 
5. Keep records of requests and information given. 
6. Determine whether significance or frequency of question merits 
special program or activity. 
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DUTY 6 - RESPOND TO CLIENT REQUESTS FOR TECHNICAL ASSISTANCE 
X 
1. Question client to determine full nature of the problem. 
2. Visit location/client if necessary. 
3. Consult source material, specialist if necessary. 
4. Evaluate implications of possible alternatives with respect to 
client's situation (e.g., physical, financial, crop, etc.) 
5. Suggest alternatives to client. 
6. Facilitate communication between client and specialist. 
7. Demonstrate procedures if necessary. 
8. Keep records of requests and assistance given. 
9. Follow up results and evaluate impact of assistance given. 
Use this scale for 
rating columns 2 and 3: 
1 - Extremely low 
2 =• Very low 
3 = Low 
4 Below Average 
5 =• Average 
6 = ADov<' average 
7 - High 
8 - Very high 
9 = Extremely high 
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DUTY 7 - RECRUIT, TRAIN, AND UTILIZE LAY LEADERS 
NOTE: Check only the tasks you do yourself whether or not you are 
assisted by advisory committee members or other lay leaders. 
1. Determine type and number of lay leaders needed. 
2. Develop job descriptions for volunteer positions. 
3. Consult advisory committee members or other key people in the 
community for nominations and assistance in recruiting leaders. 
4. Discuss with potential leaders what is expected of them and how 
they can contribute. 
5. Obtain commitment from leaders regarding time and resources they 
will provide. 
6. Identify or assist leaders in identifying training needs. 
7. Plan and conduct training sessions. 
8. Assign program responsibilities to lay leaders. 
9. Provide continuing support, training, and guidance to lay leaders. 
10. Provide appropriate recognition for lay leaders. 
11. Evaluate performance of lay leaders in carrying out programs. 
12. Evaluate impact of lay leader program accomplishments. 
DUTY 8 - EVALUATE PROGRAM EFFECTIVENESS 
1. Make follow-up visits if appropriate. 
2. Obtain quantity and quality measures. 
3. Assess interest of other groups for repeat of program or follow-on. 
4. Compare results with stated goals. 
5. Assess subsequent behavioral changes. 
6.  Consult advisory committee or lay leaders in the evaluation process. 
8 
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DUTY 9 - REPORT ACTIVITIES, IMPACT, AND ACCOMPLISHMENTS 
1. Assemble data to be included in report. 
Evaluate usefulness of data for purpose intended. 
3. Report objectives, procedures, outcomes. 
4. Report statistical data on EMIS according to codes. 
5. Disseminate reports to appropriate persons and groups. 
DUTY 10 - DEVELOP AND MAINTAIN PUBLIC RELATIONS 
1. Identify individuals and groups whose support is important to 
the Cooperative Extension Service. 
2. Participate in meetings of relevant groups. 
3. Develop and maintain working relationships and rapport with key 
individuals. 
4. Develop and maintain working relationships and rapport with mass 
media. 
5. Prepare publicity articles. 
6. Appear on radio and/or TV presentations. 
7. Develop, maintain, and up—date lists for dissemination of information. 
8. Make visits to promote CES programs. 
DUTY 11 - DEVELOP AND MAINTAIN STAFF RELATIONSHIPS WITHIN THE EXTENSION 
SERVICE, THE UNIVERSITY, AND THE STATE AND FEDERAL DEPARTMENTS 
OF AGRICULTURE 
1. Provide information requested. 
2. Serve on committees. 
3. Respond to requests from other counties. 
4. Share information with other agents and with university personnel. 
5. Coordinate programs through appropriate channels with other 
jurisdictions. 
9 
Use this scale for 
rating columns 2 and 3: 
1 - Extremelv low 
2 - Very low 
3 - Low 
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DUTY 11 - DEVELOP AND MAINTAIN STAFF RELATIONSHIPS WITHIN THE EXTENSION 
SERVICE, THE UNIVERSITY, AND THE STATE AND FEDERAL DEPARTMENTS 
OF AGRICULTURE (continued) 
6. Keep administration informed of results, problems, and progress. 
7. Learn roles of ES, University, and Department of Agriculture and 
use their services. 
8. Cooperate with other county. State and Federal agencies and 
organizations. 
DUTY 12 - MAINTAIN AND INCREASE PERSONAL PROFESSIONAL CWPETENCIES 
\\\\\\\\\v.\\\\\\w 
1. Evaluate personal areas of strengths and weaknesses. 
2. Develop long-range plan for professional growth. 
3. Read relevant periodicals, publications. 
4. Participate in training conferences, workshops. 
5. Participate in professional organizations and meetings. 
6. Take formal education courses. 
7. Learn how to use equipment needed for programs. 
DUTY 13 - PERFORM ADMINISTRATIVE FUNCTIONS 
NOTE; Check only those tasks you do yourself. Do not check tasks you 
delegate to someone else even if you are responsible for seeing 
to it that they are done. 
1. Complete administrative reports and vouchers. 
www WW .wwwvw* v\w*ww\ 
2. Participate in staff meetings. 
3. See that office equipment is maintained. 
4. Set up/maintain filing system. 
5. Represent program areas in administrative decisions. 
6. Order supplies. 
10 
Use this scale for 
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DUTY 13 - PERFORM ADMINISTRATIVE FUNCTIONS (continued) 
7. Ensure that program operations are in compliance with affirmative 
action requirements. 
8. Ensure that County Extension office is in compliance with EEO 
requirements. 
9. Provide information for budget preparation. 
10. Prepare and get approval for budget for county program. 
11. Serve on office committees. 
12. Participate in staff performance appraisal activities. 
13. Participate in recruiting, hiring, and training activities. 
1 DUTY 14 - SUPERVISE STAFF 
1. Identify staff needs and abilities. 
2, Make assignments and explain duties. 
3. Assist staff in program development and execution. 
4. Monitor staff performance. 
5. Give feedback and recognition to staff. 
7. Formally evaluate appropriate staff. 
6. Coordinate work of staff. 
Go back to page 4, read the instructions for Step 2, and proceed in 
accordance with the instructions. 
Go back to page 4, read the instructions for Step 3, and proceed in 
accordance with the instructions. 4 
11 
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INSTRUCTIONS FOR COMPLETING SECTION B-PART II 
STEP 4: Now that you have completed ratings on the basis of the 
individual job tasks, repeat Steps 1 through 3 in terms 
of the duty areas as a whole which appear on page 13. 
In making the duty ratings, consider the duty as being 
defined by those tasks within the duty area which you 
checked. If you did not check any of the job tasks 
within a duty area, do not rate the duty. 
STEP 5: Complete this step only for the duties you checked in 
Column 1. Use Column 4 to rate the relative difficulty 
of each duty area. Relative difficulty means your 
judgment of how hard it is for you to achieve the 
objectives of the duty due to one or more of the 
following: (1) the knowledge, skills, and abilities 
required; (2) the resources normally available to you 
for accomplishing the duty; or (3) situational charac­
teristics of the environments in which you must carry 
out the duty. Pick out a duty for which you find the 
achievement of the objectives the hardest to accomplish. 
Use this as a benchmark for the 9 on the scale. Then 
pick out a duty for which you find the achievement of 
the objectives the easiest to accomplish, and use this 
as a benchmark for the 1 on the scale. Using these 
as reference points, rate all of the duties you perform 
trying to use the entire nine-point range in rating the 
relative difficulty of all duties. 
Space has been provided on page 14 for you to write in any duties and/or 
job tasks which you feel are important but did not appear on the lists. You 
need not rate these duties or tasks since there will be no common base for 
comparison across all questionnaires for such write-ins. 
After completing Section B of Part II, go on to the instructions for 
Part III. 
12 
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Use this scale for rating columns 2, 3, and 4: 
= C 
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1 - Extremely low 4 = Beiow average 7 - High 
2 = Very low 5 = Average 8 = Very high 
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3 = Low 6 = Above average 9 - Extremely high Gl If 
1 2 3 4 
LIST OF DUTIES • 10 m • 
1. Assess Community Needs 
2. Prepare Annual Plan of Work 
3. Prepare Specific Program Plans 
1 
4. Conduct Programs 1 
5. Respond to Client Requests for Specific Information 1 
6. Respond to Client Requests for Technical Assistance 
7, Recruit, Train, and Utilize Lay Leaders 
8. Evaluate Program Effectiveness 
9. Report Activities, Impact, and Accomplishments 
10. Develop and Maintain Public Relations 
11. Develop and Maintain Staff Relationships within the 
Extension Service, the University, and the State and 
Federal Departments of Agriculture 
12. Maintain and Increase Personal Professional Competencies i 
13. Perform Administrative Functions 
14. Supervise Staff 
13 
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ADDITIONAL DUTIES AND/OR JOB TASKS 
Use this page to write in any duties and/or job tasks which you feel are an important part of your job 
but which did not appear on the duty and task lists. 
14 
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APPENDIX B. JOB ANALYSIS QUESTIONNAIRE USED WITH VOLUNTEER RESPONDENT 
GROUPS 
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JOB ANALYSIS QUESTIONNAIRE 
for 
PROFESSIONAL EXTENSION 4-H AND YOUTH LEADERS 
employed by 
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IOWA STATE UNIVERSITY 
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Prepared by 
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INTRODUCTION 
213 
Your role, as an on-the-scene volunteer working with the 4-H 
programs out in the counties of Iowa, makes you an extremely im­
portant person to the Cooperative Extension Service. Because you 
are a 4-H leader, youth committee member or an extension council 
member, we feel you have first hand knowledge that can be of great 
value to us. 
At the present time the Iowa Cooperative Extension Service is 
involved in an indepth study of the professional Extension 4-H and 
Youth Leader positions throughout the state. WE NEED YOUR HELP 
as we try to improve our selection criteria as we evaluate future 
candidates for the job of Extension 4-H and Youth Leader. 
The questionnaire attached is divided into two parts. Rart 
I, the longest of the two, is concerned with the broad duty areas 
carried out by the professional Extension 4-H and Youth Leaders in 
their present jobs. The list of duties, included in %,rt I, is based 
on Extension workers' jobs throughout the United States. You may 
find some which you feel are inappropriate for Iowa. 
Rsurt II is only one page in length and consists of a check mark 
answer sheet* It is concerned with background information about you. 
We ask for this information in the eveat we need to compare data from 
Rart I with Rixt II. 
Instructions for completing each section appear before that 
section. Completing the questionnaire using the instructions as 
written will help ensure that everyone filling out the form will use 
the same standard frame of reference. Your cooperation in promptly 
completing and returning the questionnaire by July 22, 1977, will 
help with the development of improved personnel selection criteria 
for the Cooperative Extension Service. Note the date of JULY 22nd; 
We tried to have this be due before the "ever busy County F^r time 
that we know volunteers are heavily involved in". 
Since we want your honest opinion and reaction, your identification 
number will be clipped from this page when we receive it back in my 
office. You may be assured that your responses will be kept confiden­
tial and anonymous. The information from the completed returns will 
"be released only as a whole, or total, without any individual ident­
ification shown. 
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Your role, as an on-the-scene volunteer working with the 4-H 
programs out in the counties of Iowa, makes you an extremely im­
portant person to the Cooperative Extension Service, Because you 
are a 4-H leader, youth committee member or an extension council 
member, we feel you have first hand knowledge that can be of great 
value to us. 
At the present time the Iowa Cooperative Extension Service is 
involved in an indepth study of the professional Extension 4--H and 
Youth Leader positions throughout the state. WE îvtiKli YOUR HELP 
as we try to improve our selection criteria as we evaluate future 
candidates for the job of Extension and Youth Leader. 
The questionnaire attached is divided into two parts, fttrt 
I, the longest of the two, is concerned with the broaui duty areas 
carried out by the professional Extension 4--H and Youth Leaders in 
their present jobs. The list of duties, included in %rt I, is based 
on Extension workers' jobs throughout the United States. You may 
find some which you feel are inappropriate for Iowa. 
Part II is only one page in length and consists of a check mark 
answer sheet. It is concerned with background information about you. 
We ask for this information in the evect we need to compare data from 
Part I with %rt II. 
Instructions for completing each section appear before that 
section. Completing the questionnaire using the instructions as 
written will help ensure that everyone filling out the form will use 
the same standard frame of reference. Your cooperation in promptly 
completing and returning the questionnaire by July 22, 1977, will 
help with the development of improved personnel selection criteria 
for the Cooperative Extension Service. Note the date of JULY 22nd; 
We tried to have this be due before the "ever busy County Fkir time 
that we know volunteers are heavily involved in". 
Since we want your honest opinion and reaction, your identification 
number will be clipped from this page when we receive it back in my 
office. You may be assured that your responses will be kept confiden­
tial and anonymous. The information from the completed returns will 
be released only as a whole, or total, without any individual ident­
ification shown. 
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INSTRUCTIONS FOB COMPLETING PART I 
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Rirt I contains a list of fourteen broad duty areas which could be used to 
describe the role of the professional Extension 4-H and Youth Leader. You 
are to complete the steps, in order, in filling out Bart I, Complete each 
step as it applies to your understanding of the role of the professional 
Extension and Youth Leader in your county in Iowa. 
Step 1; Read through the entire list of broad duty areas on page 3. 
These duty areas are further defined on pages 4 through 6. Please 
refer to them for an understanding of the individual job tasks which 
could be included in each broad duty area. Then, place a check mark in 
column 1, page J, after each broad duty screa you expect the professional 
Extension 4-H and Youth Leader to perform in your county. In the 
following steps you will be rating the broad duty areas you checked in 
this step. 
Step 2: In this step you will work only with those items you checked in 
step 1, column 1. Use column 2 to rate the relative amount of time you 
expect the professional Extension 4-H and Youth Leader to spend on 
each broad duty area. Relative amount of time spent means the total 
amount of time vou expect the Extension 4-H and Youth Leader to spend 
doing the broad duty area compared with the amount of time vou expect 
him/her to spend on all the other broad duty areas vou checked. 
In making this rating develop a frame of reference by scanning the 
entire list of job duties. Pick out one of the duties you checked on 
which you expect the 4-H aind Youth Leader to spend the most time. Use 
this as a measure for the #9 on the rating scale. Then pick out one 
of the duties you checked on which you expect the Extension 4-H and 
Youth Leader to spend the least amount of time. Use this as a measure 
for the #1 on the scale. Using these job duties as reference points, 
rate all of the job duties you have checked in step 1, côlumn 1. Try 
to use the entire nine point range in rating the various duties you 
have checked. You may use the same number in the scale as many times 
as you wish. For your convenience, the scale appears at the top of 
page 3. Complete the RELATIVE AMOUNT OF TIME SPENT ratings in column 
2 for all job duties you expect to be performed before going on to step 3. 
Step 3: Complete this step only for those duty areas you checked in 
the first step. Use column 3 to rate the relative criticality of each 
duty. Relative criticality means your .judgment of the relative import­
ance of performing the duty areas competently in order that the Ex­
tension 4-H and Youth Leader is doing the duties as vou expect them to 
be performed, totally satisfactorily. 
Follow the same procedure as in step 2, first picking out the duties 
for the #9 and #1 ratings, respectively. Using these as reference 
points, rate the other items you have checked in column 1. Complete 
the RELATIVE CRITICALITY ratings in column 3 before going on to step 4. 
Step 4: Space is provided at the bottom of page 3 for you to write in 
any duty areas (or specific job tasks) which you feel are important 
for the professional Extension 4-H and Youth Leader to perform, but 
did not appear on any of the lists. You will not need to rate these 
duties since there will be no common base across all the questionnaire 
respondents for such write-ins. After you have completed listing 
additional duties (or tasks), go on to the instructions for Piart II 
on page 7. 
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Use this scale for rating columns 2, 3, 
1 = Extremely low 4 = Below average 7 = High 
2 = Very low 5 = Average 8 = Very high 
3 = Low 6 = Above average 9 - Extremely high 
n 
li 
1 
il 
ii 
X c 
2 
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LIST OF BROAD DUTY AREAS m 1 
1. Assess Community Needs 
2. Prepare Annual Plan of Work 
3. Prepare Specific Program Plans 
4. Conduct Programs 
5. Respond to Client Requests for Specific Information 
6. Respond to Client Requests for Technical Assistance 
7. Recruit, Train, and Utilize Lay Leaders 
8. Evaluate Program Effectiveness 
9. Report Activities, Impact, and Accomplishments 
10. Develop and Maintain Public Relations 
11. Develop and Maintain Staff Relationships within the 
Extension Service, the University, and the State and 
Federal Departments of Agriculture 
12. Maintain and Increase Personal Professional Competencies 
13. Perform Administrative Functions 
14. Supervise Staff 
ADDITIONAL DUTIES AND/OR JOB TASKS 
1 1 
-3-
JOB TASKS WHICH COULD DE%§E THE BROAD DUTY AREAS 
Duty 1 - ASSESS COMMUNITY NEEDS 
Thl« doty could Include the followlrw? job tMdcai Recruit, select, and or-
cmnlse advisory committee membersi Review démographie data about community< 
Assess community resources, facilities, and services: Review past pro-
gram Interest and results. Including requests for assistance; Consult 
advisory committee and other community leaders In the assessment of commu­
nity needs: Solicit and assess views of public concerning community needs: 
Determine priorities of needs; Educate community on needs and priorities; 
a^pmre a county situational statement or assessment survey In all porogram 
areas. 
Duty 2 - PREPARE ANNUAL PLAN OF WORK 
This duty could Include the following job tasks: Review prior narrative 
and statistical reports; Review, up-date, or prepsxe long range plan, 
Determine annual and long-term objectives in each area; Select program 
topics; Select teaching methods; Consult advisory committee and other 
commnnlty leaders in preparation and review of plan of action; Consult 
volunteers about plans, time commitments, and resources; Coordinate plans 
with other local staff and supporting staff; Allocate person-days in 
each area; Schedule programs on calendar; Determine how effectiveness 
will be evaluated: Code annual plan of work according to required comjMter-
ised Extension Management Information System. 
Duty 3 - PREPARE SPECIFIC PROGRAM PLANS 
This duty could include the following Job tasks: Determine objectives 
and audience for program; Review available material and secure additional 
materials if needed: Consult advisory committee and other community lea­
ders In the preparation of specific program plans; Identify resource 
personnel and assign responsibilities; Determine most effective learning 
atrategles and experiences for subject and specific audiences; Set sched­
ule: Plan material to be covered; lYepare educational program units 
including demonstrations, lectures, discussion guides, and evaluation 
instruments; Plan for personnel, facilities, equipment and publicity; 
Sstlmate dollar and time costs to Implement specific programm; Snmure 
that programs will be in compliance with relevant policies and regulations; 
Plan program evaluation ; Communicate and coordinate plans with other staff. 
Duty 4 - CONDUCT PROGRAMS 
This duty could Include the following job tasks: Rrepare and issue 
announcements; Enroll participants; Solicit funds from donors for pro­
grams as necessary: Obtcin speakers, materials, equipment, handouts; 
Obtain insurance coverage for groups and clubs if necessary; See that 
facilities are ready for program: Conduct educational programs; Lead 
disemssions; Conduct follow-ups, Zraluat* programs. 
Duty 5 - RESPOND TO CLIENT REQUESTS FOR SPECIFIC INFORMATION 
This duty could include the following Job taAst l^estlon client to 
determine full nature of the problem: Answer client*e request directly 
with specific information; Refer client to source of information: Use 
available sources to obtain answer when not already known to give client; 
Keep records of requeatn and information given; Determine whether sig­
nificance or frequency of question merits spécial program or activity. 
Duty 6 - RESPOND TO CLIENT REQUESTS FOR TECHNICAL ASSISTANCE 
This duty could Include the following Job tasks: l^estlon client to 
determine foil nature of the problem; Visit location/client if necessary ; 
Consult source aaterlal, specialist if necessary; Evaluate implications 
of possible alternatives with respect to client's situation (e. g., phys­
ical, financial, crop, etc.); Suggest alternatives to client; Facilitate 
communication between client and specialist t Demonstrate procedmma if 
necessary : Keep records of requests aad assistance given; Follow up 
results and evaluate impact of assistance given. 
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Duty 7 - RECRUIT, TRAIN, AM) UTILIZE lAY lEADERS 
Thla duty oould Inolud* th^ &^ lowlng Job tadcsi Determine type and 
number of lay leader* needed! Develop Job description for volunteer 
position*! Consult advisory committee meaber* or other key people in 
the community for nomination* and assistance in recruiting leadersi 
Discus* with potential leader* what Is expected of them and how they 
can contribute! Obtain commitment from leaders regarding time and 
resources they will provide» Identify or assist leaders in Identifying 
training needsi Plan and conduct training sessions: Assign program 
responsibilities to lay leaders: Provide continuing support, training, 
and guidance to lay leaders; Provide appropriate recognition for lay 
leaders; Evaluate performance of lay leaders In carrying out programs; 
Evaluate impact of lay leader program aooompllshments. 
Duty 8 - EVALUATE PROGRAM EFFECTIVENESS 
This duty could include the following Job taaksi Make follow-up visits 
if appropriate; Obtain quantity and quality measures; Assess interest 
of other groups for repeat of program or follow-up; Compare results 
with stated goals; Assess subsequent behavioral changes; Consult 
advisory committee or lay leaders in the evaluation process. 
Duty 9 - REPORT ACTP/ITIES, IMPACT, AND ACCOMPLISHMENTS 
This duty could include the following job tasks: Assemble data to be 
included in report; Evaluate uaefnlnsss of data for purpose Intended; 
Report objectives, procedures, outcomes; Report statistical data on 
required computerised reporting system according to appropriate codes; 
Disseminate reports to appropriate persons and groups. 
Duty 10 - DEVELOP AI® MAIÎ^ TAIN PUBLIC RELATIONS 
This duty could Include the following Job taidcs: Identify individuals 
and groups whose support is Important to the Cooperative Extension 
Service; Pmrticlpate in meetings of relevant groups: Develop and main­
tain working relationships and rapport with key individuals; Develop 
and maintain working relationships and rapport with mass media; Pre­
pare publicity articles: Appear on radio and/or TV presentations: Devel­
op, mint&in, and up-date lists for dissemination of information; Make 
visits to promote Cooperative Extension Service programs. 
Duty 11 - DEVELOP A^  MAINTAIN STAFF RELATIONSHIPS WITHIN THE EXTENSION 
SERVICE, THE UNIVERSITY, AND THE SfA'it; AND FEDERAL DEPART­
MENTS OF AGRICULTURE 
This duty could include the following job tasks: Provide information 
requested; Serve on committees; Respond to requests from other counties; 
Share information with other agents and with university personnel; 
Coordinate programs through appropriate channels with other Jurisdictions; 
Keep administration Informed of results, problems, and programs; Learn 
roles of Extension Service, Iowa. State University, United States Dept. 
of Agriculture, and use their services; Cooperate with other county. State 
and Federal agencies and organisations. 
Duty 12 - MAINTAIN AND INCREASE ÏSR30NAL ^ OFSSSIONAL COMPETENCIES 
This duty could include the following Job tasks: Evaluate personal 
areas of strengths and weaknesses; Develop long-range plan for professional 
Krowth; Reed relevant periodicale, publications; Airticlpate in train­
ing conferences, woiicshops: fturtlclpate in professional organisations 
and meetings; Take formal education courses; Learn how to use equip­
ment needed for programs. 
-5" 
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Duty 13 - PERFORM ADMINISTRATIVE FUNCTIONS 
Thla duty could Inolud* the following lob taakai Complete adminlstrm.tlve 
reporte and voucher»1 Participate In staff meeting#; See that office 
equipment Is maintained: Set up/aalnt&in filing mystemi Represent 
program areas In administrative decisions) Order suppliest Ensure that 
program operations are in compliance with affirmative action requirements, 
Ensure that County Extension Office is In compliance with Equal Employ­
ment Opportunity requirements; Provide Information for budget prepara­
tion: Prepare and get approval for budget for county program; Serve 
on office committees; Participate in staff performance appraisal act­
ivities; Participate in recruiting, hiring, and training activities. 
Duty 14 - SUPERVISE STAFF 
This duty could include the following job tasks 1 Identify staff needs 
and abilities; Make assignments and explain duties; Assist staff In 
program development and execution; Monitor staff performance; Give 
feedback and recognition to staff: Coordinate work of staff; Formally 
evaluate appropriate staff. 
—6— 
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PART II 
BACKGROUND DATA 
Check {/) the answers which most adequately describe you or your situation at 
the present time as it relates to your present volunteer capacity with the 
Cooperative Extension Service. Please respond to all questions. Thank you! 
1. What is your present position? 
Extension Council Member _ 
4-H Committee Member 
Col. 60 
4-H Club Organization Leader 
Other ( ) 
2. How long have you held your present position? Col. 6l 
Less than one year (_ i fl) 
One to three years ( ) (z) 
Four or more years ( ) (3) 
3. Your education? Col. 62 
Completed 11th grade or less (_) (l) 
High School Graduate ( ) (2) 
Trade, Business or Technical School Diploma or 
one to three years of college ( ) (3) 
College Graduate (four years ) ( ) (4-5 
Graduate Degree ( ~) (5) 
4. Your sex? Col. 63 
Male ( ) (1) Female ( ) (2) 
5. The Professional 4-H and Youth Leader in your county is: Col. 64^ 
Less than full time in a single county 
Full time single county 
Full time two county 
Other (list) 
6. Were you ever a 4-H member? Col. 65 
Yes ( ) (1) No ( ) (2) 
-7-
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APPENDIX C. TWO EXPLANATORY LETTERS FROM: (a) THIS INVESTIGATOR, 
CO-SIGNED BY DIRECTOR OF THE IOWA CES, AND ("b) AIR 
loWCl $tût6 UîllVCrSltlj of Science and Technolo. 
Cooperative Extension Service 
Ames, Iowa 50011 
Administrative Offices 
Curtiss Hall 
Telephone 515-294-3283 
June 1, 1977 
To; County Extension Directors 
4-H and Youth Leaders 
Extension Home Economists 
Dear Co-Workers: 
Enclosed is the job analysis questionnaire, developed by American Institutes for 
Research, looking at the roles of and knowledge, skills and abilities of 4-H and 
Youth Leaders, County Extension Directors and Extension Home Economists. The 
enclosed memo from Dr. Clifford Hahn provides background information. Because of 
the importance of this undertaking, the Iowa Cooperative Extension Service agreed 
to be one of the eight pilot states involved in the initial phase of this project. 
Please complete the questionnaire and return it by June 30, 1977. If you cannot 
return it by the 30th, please inform us. The questionnaire is to be returned to 
Don Goering, the Project Coordinator for Iowa. 
As a continuing part of the detailed study of the Extension 4-H and Youth Leader 
positions in Iowa, responses of the 4-H and Youth Leaders of Section II will be 
summarized and compared to an identical questionnaire sent to 480 randomly selected 
Extension Council members, 4-H Committee members and 4-H organisational leaders 
from 20 Iowa counties. 
We sincerely thank you for your cooperation, assistance and timely completion of 
the questionnaire. 
Personnel and 
Iowa Project Coordinator 
DHG/CED/aes 
cc: Area Extension Directors 
Enclosures 
Sincerely, 
Donald H. Goering 
Assistant to the Director 
Charles E. Donhowe 
Dean and Director 
u-i 
. . AND lUSnCEFOR ALL 
mMHt to a poMntial dameie aiDioul rtgvd to race, color. 
so or nMotm onyi Anyoiw oM Iwk dncnmnittd 
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SKrtary d AgnWur# WaMngton. O.C. 20250 
Programs and actMn 0# Cooperative Edtnson Service an ? 
•Mlilhii ta 11 Bflta h l ehant to vrthmt tmatH tn rntn  ' 
AN EQUAL OPPORTUNITY EMPLOYER 
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AVERIC'W ;\STiTUÎES FOR RESEARCH 
;\ THE -4AVI0RAL SCIENCES 
Tno; : M :s Jefferson Street, NW. Washington, DC 20007 # AT Kv '^ V 
May 1977 
MEMORANDUM TO: County Extension Agents 
SUBJECT: Personnel and Performance Appraisal Project 
In early 1976, the ECOP requested a task force to give leadership to 
the development of personnel and performance evaluation instruments and pro­
cedures for voluntary use by CES. In conjunction with this task force 
activity, ES/USDA, utilizing federal funds, issued a Request for Proposal 
for a project to develop model personnel and performance appraisal instru­
ments and procedures. Through regular competitive procedures, the contract 
for a 25-month project was awarded to the American Institutes for Research 
(AIR) which has many years of experience in developing and analyzing person­
nel systems and practices. 
The project involves three major efforts. One is an in-depth job analy­
sis of extension agents at the county level working in the program areas of 
agriculture, 4-H/youth, and home economics/family living. The second and 
third, respectively, are the development of model selection and performance 
evaluation instruments and procédures. Eight states, two from each ES region 
are actively participating in this project. 
You are requested to participate in the job analysis phase of the project 
by completing and returning the enclosed Job Analysis Questionnaire. The 
questionnaire is designed to collect data in two important areas. One deals 
with the major functional duties carried out by county extension agents and 
the specific job tasks associated with these duty areas. The second deals 
with the knowledge, skills, abilities and other agent characteristics which 
may be necessary to satisfactorily carry out these job tasks and duties. 
Some background data is also requested so that the AIR project staff can 
analyze the data in order to identify similarities and differences between 
and among job classes and states. The questionnaire is based upon data col­
lected by the project staff in a series of field interviews in the eight 
participating states. 
If the model selection and performance evaluation procedures are to 
reflect the requirements of a broad sample representative of CES operations 
throughout the U.S., prompt responses are needed from as many agents as pos­
sible in the eight states. In order to facilitate the administration of the 
questionnaires, they are being distributed throu^ the project coordinators 
appointed in each of the participating states. Your cooperation in completing 
and returning the questionnaires in accordance with the instructions from 
your state office as pronçtly as possible will be greatly appreciated. 
Project Director 
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APPENDIX D. SXPLAUATORY LETTER TO AREA AND STATE ADMINISTRATORS 
loWû •Stcrtc UrilVCrSlt^ of Sdmce cz^ Technology 
Cooperative Extension Service 
Ames, lowa 50011 
Administrative Offices 
Curtiss Hall 
Telephone 515-294-3283 
July 8, 1977 
To: Area Extension Directors 
State 4-H Staff 
I recently forwarded a lengthy job analysis questionnaire to the field staff as a 
part of a national study, as explained in the attached letter from Mr. Clifford Eahn. 
Virtually, the entire field staff has returned the questionnaire at this point in 
time. 
I am now coming to you, requesting that you complete Sections I and II only (through 
page 13) of the Job Analysis Questionnaire, as a part of our continuing study look­
ing specifically at the role of the professional 4-H and Youth Leader in Iowa. Spe­
cifically, please complete this questionnaire as you in your present position expect 
the role of the Extension 4-H and Youth Leader to be performed in the counties in 
Iowa that have professional Extension 4-H and Youth Leaders. 
I am seeking your cooperation in this task, as we try to accoaq>lish two objectives: 
1. To Improve our selection criteria of 4-H and Youth Leaders in Iowa. 
2. To gather additional data for use in my A.D. dissertation. 
At this point in time, my success under point 2 is dependent upon you. 
Please complete Sections I and II of the enclosed questionnaire and return it to 
me by July 29, 1977, if at all possible. 
Sincerely, 
Donald H. Goering 
Assistant to the Director, 
Personnel 
DBG/aes 
Enclosures 
P.S. Area Directors — Please use the copy we sent to you in June. 
. AND JUSTICE FOR ALL 
Promm and KMn M CoopriMt Exttnuon SwvKt VI 
MMtt W M polMiM ckntM wOwul nsM to ract. color. V or nMona ongn. Anyotw afio M dscnmniM 
vm skoiM and i complaint Mdm i«0 days to ti* Scnivy olAfroAirt. WuHmguxi. DC 20250 AN EQUAL OPPORTUNITY EMPLOYER 
loioa State Uniuersity and U. S. Department of Agriculture cooperating 
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APPENDIX E. EXPLANATORY LETTER TO THREE VOLUNTEER LAY GROUPS 
îoWfl $totC LJniVCrSltlj o/ science and Technology 
Cooperative Extension Service 
Ames, lowa 50011 
Administrative Offices 
Curtiss Hall 
T elephone 515-294-32K3 
Dear Extension Friend: 
Here is the questionnaire that we wrote 
you about! You, and twenty-three other 
volunteers involved with the Cooperative 
Extension Service in your county, have 
been randomly selected to participate in 
this study of job analysis of the profes­
sional Extension 4-H and Youth Leaders in 
Iowa. 
Your completion of this questionnaire will 
enable us to improve our selection criteria 
in evaluating future applicants for the 
professional Extension 4-H and Youth Lead­
er position employed by the Iowa Cooper­
ative Extension Service. Please return 
it in the enclosed postage-provided and 
addressed envelope bv JULY 22. 1977. 
A number has been placed at the upper right hand comer of the question­
naire. Upon receipt of your completed questionnaire we will record 
that you have returned it, and then clip your number from the question­
naire. Thus, there will be no way to determine your individual response 
and secondly, we won't have to send you a reminder to return the ques­
tionnaire. 
Your cooperation is sincerely requested. The success of this project 
depends upon your taking the time to complete the enclosed questionnaire. 
We realize that you, as a volunteer, are extremely busy, but your 
response could have a tremendous impact on the selection criteria 
used by the Cooperative Extension Service in the selection of 4-H 
and Youth Leaders. 
Please feel free to call me if you have any questions. My office 
phone is 51$/29^3283 and my home phone is 515/232-I736. 
Thank you for your cooperation. I hope to receive your completed 
questionnaire by July 22. 
Sincerely, 
Enclosure : 
DHGrdag 
. . AND JUSTICE FOR ALL 
Programs and actrviiics of Cooperative Enen&on Service are 
available to ail potential clientele without regara to race, color 
sex or national ongm Anyone who I eels Oiscrimmated 
against should send a compiamt withm 180 Oays to the 
SecretaryotAgrcuiture.Washington.DC 20250 
Donald H. Goering 
Assistant to the Director 
Personnel 
AN EQUAL OPPORTUNITY EMPLOYER 
Tnny, FitnlP rTninprsitv nnii IJ. S. Department of Aorinullure coooeraCine 
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F. INTRODUCTORY POST CARD SENT TO ALERT SELECTED VOLUNTEER 
LAY GROUPS 
COOPERATIVE EXTENSION WORK IN AGRICULTURE AND HOME ECONOMICS 
U.S. DEPARTMENT OF AGRICULTURE AND IOWA STATE UNIVERSITY OF SCIENCE AND 
TECHNOLOGY COOPERATING 
Dear Extension Friend: 
Within the next few days you 
will receive a familiar large 
hrown ISU Extension envelope 
from me. 
The envelope contains an 
important questionnaire regard­
ing 4-H Work in Iowa. WE NEED 
lYour help in answering and 
'RETURNING THE QUESTIONNAIRE! 
Please, watch for it in the 
mail. Thank you very much for 
your assistance. 
Sincerely. 
-— Donald H. Goerû 
Ass't to the Director 
Personnel 
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APPENDIX G. REMUJDER CARD SENT TO RESPONDENTS WHO HAD NOT RETURNED 
QUESTIONNAIRES 
COOPERATIVE EXTENSION WORK IN AGRICULTURE AND HOME ECONOMICS 
U.S. DEPARTMENT OF AGRICULTURE AND IOWA STATE UNIVERSITY OF SCIENCE AND 
TECHNOLOGY COOPERATING 
Dear Extension Friend: 
WE MISSED HEARING FROM YOU! The Extension 
4-H & Youth Job Analysis Questionnaire we 
sent you has not been received yet. 
The completed questionnaire is very 
important to the success of our project. 
Your response represents input from 
volunteer leaders, committee members and 
Extension council members throughout Iowa. 
I know this is an extremely busy time, 
but PLEASE, will you take a few minutes to 
fill out the questionnaire. If you have 
misplaced it, call my office collect 
($15/294-3283) for an additional copy. Your response is 
sincerely needed by August THANKYOU for your 
cooperation. 
Donald H. Goeri^ 
Assistant to the Director, Personnel 
Iowa Cooperative Extension I09 Curtiss ISU Ames, la. $0011 
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APPENDIX H. LETTER TO COUNTY EXTENSION STAFF ASKING FOR ASSISTANCE IN 
HELPING TO CONTACT RESPONDENTS WHO WERE LATE IN RETURNING 
QUESTIONNAIRES 
lovwi State Um'versi'tlj of Sdence andTechnoh 
Cooperative Extension Service 
Ames, Iowa 50011 
Administrative Offices 
Curtiss Hail 
Telephone 515-294-3283 
Dear 
On July 5, 1977, a questionnaire, like the enclosed copies, was sent 
to eight randomly selected Extension Council members, eight 4-H Committee 
members, and eight 4-H Organizational Leaders in your County. A listing 
of those individuals selected is enclosed. I need your HELP. The return 
response has been very disappointing up to this point, particularly from 
the 4-H Club Organizational Leaders. You will note that the sheet indi­
cates on the left side those who have returned the questionnaire. 
You could help us tremendously by contacting those who have not yet 
returned the questionnaire and encouraging them to complete and return it. 
Each individual was provided a 24ç-stamped and addressed envelope in which 
to return the questionnaire. 
As you contact the lay volunteer leaders in your County, should you 
find that they have misplaced the questionnaire, please code one of the 
blank questionnaires with the number to the right of their name on the 
list, and provide them another copy. Please encourage them to return 
the questionnaire by August 5, 1977. This study has two purposes: 1) to 
help us Improve our understanding of the role of the Extension 4-H leaders 
as we strive to improve our selection procedures; 2) to gather data that 
can be used in a Ph.D. dissertation. 
A very few individuals have returned the questionnaire after removing 
the identification number, and could legitimately say "I have already 
returned it." 
Your help is needed and will be very much appreciated. If you have 
time scheduled out of the office, perhaps the summer aide. If you have 
one, could make the contacts. 
Thanks for your help. 
Sincerely, 
Donald H. Goering 
Assistant to the Director, 
Personnel 
DHG/pl 
Enclosures 
I 
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APPEjDIX I. TASK ANALYSIS RESULTS 
Table 37• Task analysis results 
Duty Ext. h-E & Youth Area & State Admin. Rel. time spent 
area^  Ldrs. who reported who reported expectation Ext. 4-H & 
task was performed task "be performed Youth Leaders 
Task* No. % No. % Mean S.D. 
1 1 34 82.9 19 90.5 I+.852 2.1+01 
1 2 32 78.0 21 100 3.000 1.981+ 
1 3 32 78.0 21 100 3.812 2.261+ 
1 k 37 90.2 21 100 I+.I62 1.937 
1 5 36 87.8 20 95.2 5.055 2.164 
1 6 27 65.9 19 90.5 I+.O37 2.103 
1 7 36 87.8 21 100 5.138 2.016 
1 8 2k 56.5 20 95.2 3.833 1.810 
1 9 Ih 3I+.I 11 52.1+ 3.61+2 1.550 
2 1 39 95.1 20 95.2 3.1+87 2.101 
2 2 38 92.7 19 90.5 I+.92I 2.019 
2 3 39 95.1 18 85.7 5.230 1.842 
2 k 1+0 97.6 19 90.5 5.775 1.527 
2 5 1+0 97.6 19 90.5 5.1+00 1.676 
2 6 1+0 97.6 20 95.2 5.1+00 2.216 
2 7 37 90.2 18 85.7 5.216 2.175 
2 8 1+1 100 20 95.2 I+.829 2.024 
2 9 1+0 97.6 18 85.7 3.1+50 1.999 
2 10 1+0 97.6 21 100 I+.35O 2.338 
2 11 36 87.8 21 100 3.583 1.977 
2 12 37 90.2 20 95.2 3.567 1.937 
3 1 38 92.7 21 100 5.37k 1.653 
3 2 1+0 97.6 20 95.2 5.650 1.833 
3 3 37 90.2 17 81 5.810 2.080 
3 i+ 37 90.2 21 100 5.108 1.997 
3 5 38 92.7 20 95.2 5-681+ 1.919 
3 6 1+0 97.6 19 90.5 I+.825 2.480 
3 7 37 90.2 18 85.7 6.216 1.931 
3 8 38 92.7 18 85.7 6.181+ 2.179 
3 9 37 90.2 20 95.2 6.000 2.014 
3 10 35 85.1+ 17 81 4.228 2.327 
3 11 38 92.7 21 100 I+.105 2.323 
3 12 1+0 97.6 21 100 3.925 1.979 
3 13 1+0 97.6 21 100 4.800 1.977 
e^fer to Appendix A to AIR Questionnaire for identification of duty 
and task. 
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Relative time spent 
Area & State Admin. 
Relative criticality 
Ext. i4-H & 
Youth Leaders Area & State Admin. 
Mean S.D. Mean S.D. Mean S.D. 
l+.i+21 
2.857 
3.1+28 
3.71k 
I+.95O 
3.91+7 
5.523 
3.550 
3.727 
2.800 
3.68U 
4.555 
5.368 
5.319 
k.450 
5.111 
5.200 
2.666 
3.142 
3.333 
1.950 
4.571 
4.800 
4.411 
4.571 
4.750 
3.578 
4.611 
6.166 
5.600 
2.411 
3.571 
3.714 
4.476 
1.805 
1.014 
1.326 
1.678 
1.877 
1.779 
1.887 
1.468 
1.849 
1.765 
1.765 
1.854 
1.606 
1.565 
1.572 
1.676 
1.704 
1.283 
1.424 
1.623 
1.191 
1.660 
1.881 
1.278 
1.568 
1.888 
1.774 
1.650 
1.505 
2.113 
1.278 
2.014 
1.953 
1.940 
7.151 
4.935 
5.838 
5.444 
6.685 
5.769 
7.200 
5.666 
4.357 
4.210 
6.297 
6.894 
6.974 
6.846 
6.820 
6.722 
6.250 
4.153 
5.743 
5.571 
3.527 
7.189 
6.410 
6.916 
6.111 
7.135 
5.974 
6.944 
7.324 
6.638 
5.352 
5.378 
5.717 
6.615 
1.698 
2.048 
1.985 
1.647 
2.040 
1.505 
1.549 
1.786 
1.447 
2.029 
1.998 
1.689 
1.308 
1.348 
1.699 
1.632 
1.597 
1.829 
2.136 
1.914 
2.236 
1.288 
1.601 
1.697 
1.753 
1.751 
2.096 
1.413 
1.510 
1.397 
2.334 
2.215 
1.716 
1.616 
6.473 
3.904 
4.761 
4.476 
6.550 
5.894 
7.476 
5.200 
5.181 
3.789 
5.631 
6.500 
6.315 
6.210 
6.600 
6.833 
7.150 
4.111 
5.142 
5.238 
3.300 
6.476 
5.650 
6.352 
5.904 
7.050 
5.473 
5.888 
7.166 
6.300 
4.411 
5.761 
5.761 
6.952 
1.867 
1.841 
1.841 
1.778 
1.191 
1.663 
1.692 
1.704 
1.401 
1.548 
2.431 
2.065 
1.493 
1.398 
1.603 
1.724 
1.496 
1.779 
2.242 
1.513 
1.780 
1.436 
1.182 
1.367 
1.513 
1.849 
1.611 
1.711 
1.654 
1.867 
1.770 
2.364 
1.8l4 
1.627 
Table 37, continued 
Duty Ext. U-H & Youth Area & State Admin. Rel. time spent 
area Ldrs. who reported who reported expectation Ext. U-H & 
task was performed task be performed Youth Leaders 
Task No. % No. % Mean S.D. 
k 1 39 95.1 21 100 4.948 2.460 
4 2 29 70.7 13 61.9 5.137 2.232 
k 3 32 78 15 71.4 4.000 2.514 
k k 39 95.1 19 90.5 5.512 2.076 
U 5 3h 82.9 17 81 2.970 1.946 
k 6 37 90.2 18 85.7 4.756 2.047 
k 7 37 90.2 19 90.5 6.675 2.212 
h 8 38 92.7 19 90.5 5.789 2.256 
k 9 37 90.2 18 85.7 4.810 2.080 
k 10 1+0 97.6 20 95.2 4.675 2.080 
5 1 37 90.2 19 90.5 4.837 2.035 
5 2 38 92.7 18 85.7 4.763 2.098 
5 3 38 92.7 19 90.5 4.368 2.072 
5 2+ 36 87.8 19 90.5 4.166 1.890 
5 5 15 36.6 9 . 42.9 3.133 1.767 
5 6 3k 82.9 19 90.5 3-764 2.244 
6 1 32 78 18 85.7 4.312 2.235 
6 2 27 65.9 17 81 4.000 2.842 
6 3 29 70.7 18 85.7 4.310 1.671 
6 2+ 19 46.3 16 76.2 4.421 2.434 
6 5 26 63.4 15 71.4 4.230 2.250 
6 6 27 65.9 19 90.5 3.481 1.909 
6 7 11+ 34.1 14 66.J 4.142 1.512 
6 8 13 31.7 7 33.3 3.307 1.702 
6 9 18 43.9 16 76.2 4.444 2.036 
7 1 38 92.7 20 95.2 4.921 2.235 
7 2 31 75.6 20 95.2 4.419 1.822 
7 3 38 92.7 20 95.2 5.315 2.157 
7 1+ 38 92.7 20 95.2 5.473 1.885 
7 5 34 82.9 19 90.5 4.529 2.205 
7 6 39 95.1 20 95.2 5.256 1.831 
7 7 UO 97.6 20 95.2 7.050 1.768 
7 8 37 90.2 19 90.5 4.945 2.345 
7 9 40 97.6 20 95.2 7.075 2.117 
7 10 37 90.2 20 95.2 5.054 2.107 
7 11 34 82.9 19 90.5 4.235 1.92k 
7 12 34 82.9 21 100 4.558 2.077 
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Relative time spent Relative criticality 
Ext. . 4-H & 
Area & State Admin. Youth Leaders Area & 1 State Admin. 
Mean S.D. Mean S.D. Mean S.D. 
4.190 1.861 6.315 2.255 5.476 1.401 
4.307 2.250 6.071 2.567 4.692 2.213 
2.666 1.589 5.225 2.125 3.466 1.807 
k.68L 1.974 5.815 1.843 5.578 1.610 
2.058 1.345 4.697 2.443 4.176 2.506 
3.722 2.321 5.833 2.360 5.444 1.947 
7.368 1.342 7.888 1.635 8.631 0.761 
5.421 2.194 6.055 1.970 6.894 1.729 
4.000 1.940 6.085 1.755 5.944 1.589 
4.000 2.449 6.578 1.765 6.300 1.809 
4.263 2.104 6.222 1.822 5.157 1.642 
4.555 2.431 5.837 2.035 5.111 2.193 
3.473 2.038 6.027 1.878 4.947 1.682 
4.263 2.423 5.571 1.852 5.210 2.347 
2.333 1.581 4.333 2.257 3.111 2.088 
2.842 1.573 5.636 1.997 5.368 2.241 
3.444 1.688 5.871 2.277 4.833 1.790 
3.000 1.500 4.769 2.847 3.294 1.724 
3.166 1.724 5.607 2.250 4.388 1.720 
3.125 1.258 5.789 2.760 4.125 1.668 
3.133 1.885 5.600 2.449 4.800 2.242 
3.473 2.144 4.923 2.481 4.894 2.079 
2.714 1.204 4.928 1.940 3.357 1.737 
1.714 0.756 4.230 2.279 3.000 1.732 
2.062 1.237 5.222 2.102 3.625 2.029 
5.300 1.895 6.815 1.753 6.850 1.599 
4.450 2.064 6.548 1.767 6.150 1.663 
5.000 1.717 6.894 1.984 6.350 1.843 
5.750 1.713 7.815 1.312 7.450 1.146 
5.368 1.383 7.058 1.669 7.263 1.368 
5.000 1.654 7.051 1.555 6.950 1.191 
7.600 1.635 8.200 1.018 8.400 0.883 
5.157 1.772 6.810 2.066 6.789 1.398 
7.700 1.525 8.150 1.424 7.950 1.191 
4.100 1.483 7.054 1.747 6.150 1.387 
3.894 1.912 6.441 1.460 5.578 1.427 
4.381 2.109 6.470 1.674 6.285 1.765 
Table 37, continued 
Duty- Ext . 1+-H & Youth Area & State Admin. Rel. time spent 
area Ldrs . who reported who reported expectation Ext. 4-H & 
task was performed task be performed Youth Leaders 
Task No. % No. % Mean S.D. 
8 1 30 73.2 18 85.7 3.933 2.243 
8 2 28 68.3 21 100 4.357 2.453 
8 3 25 6l 19 90.5 l+.OOO 1.893 
8 k 33 80.5 21 100 I+.I8I 1.991 
8 5 29 70.7 21 100 1+.379 2.111 
8 6 36 87.8 20 95.2 5.388 2.195 
9 1 38 92.7 19 90.5 5.210 2.361 
9 2 32 78 19 90.5 I+.28I 2.174 
9 3 35 85.4 20 95.2 I+.9I+2 2.209 
9 k 1+0 97.6 21 100 4.500 2.075 
9 3 33 80.5 21 100 4.181 2.023 
10 1 37 90.2 20 95.2 4.567 2.421 
10 2 3h 82.9 19 90.5 4.441 2.063 
10 3 38 92.7 21 100 5.605 2.400 
10 U 38 92.7 21 100 5.210 1.919 
10 5 uo 97.6 21 100 5.225 2.057 
10 6 36 87.8 21 100 4.222 2.153 
10 7 29 70.7 19 90.5 4.103 2.193 
10 8 32 78 18 85.7 4.375 2.181 
11 1 39 95.1 20 95.2 5.025 2.146 
11 2 36 87.8 21 100 4.361 2.127 
11 3 39 95.1 19 90.5 4.615 2.313 
11 U 39 95.1 21 100 5.025 2.367 
11 5 39 95.1 21 100 4.051 2.235 
11 6 39 95.1 21 ICQ 4.512 2x211 
11 7 ItO 97.6 21 100 3.650 2.225 
11 8 39 95.1 20 95.2 3.871 2.142 
12 1 39 95.1 21 100 4.923 2.018 
12 2 35 85.1+ 21 100 4.542 2.267 
12 3 1+1 100 21 100 4.561 1.988 
12 1+ 1+1 100 21 100 5.536 2.026 
12 5 38 92.7 21 100 4.815 1.829 
12 6 28 68.3 21 100 4.750 2.222 
12 7 1+0 97.6 20 95.2 3.325 2.246 
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Relative time spent Relative criticality 
Ext. 4-H & 
Area & State Admin. Youth Leaders Area & State Admin. 
Mean S.D. Mean S.D, Mean S.D. 
3.555 .1822 
4.238 2.071 
3.157 1.608 
k.OkT 1.987 
3.761 1.947 
I+.35O 1.785 
3.8k2 1.708 
3.210 1.932 
4.^ 50 2.064 
2.71k 1.765 
3.190 1.914 
4.200 1.508 
I+.U2I 2.143 
5.238 1.921 
4.619 1.717 
4.428 2.135 
3.476 1.750 
2.578 1.427 
3.000 1.534 
3.650 1.927 
3.571 1.690 
3.157 2.007 
3.809 1.806 
3.952 1.802 
3.952 1.910 
2.809 1.401 
2.900 1.119 
3.476 1.662 
2.904 1.513 
3.714 1.765 
4.952 1.746 
3.619 1.596 
3.000 1.871 
2.400 1.635 
5.266 1.818 
5.714 1.536 
5.400 1.915 
5.939 1.391 
6.379 1.568 
6.583 1.402 
5.342 1.878 
5.156 2.157 
5.485 1.755 
4.500 1.948 
5.575 2.194 
6.567 1.803 
5.617 2.075 
6.894 1.767 
6.973 1.461 
7.025 1.641 
5.166 2.210 
6.069 2.052 
5.781 1.862 
6.512 1.636 
5.416 1.933 
5.717 1.946 
6.307 2.015 
5.487 2.050 
6.256 1.802 
5.625 1.835 
5.641 1.993 
6.820 1.745 
6.257 1.721 
6.365 1.854 
7.000 1.597 
6.184 1.887 
5.607 2.006 
5.075 2.141 
4.777 1.665 
6.047 1.532 
5.052 1.870 
5.952 1.687 
6.238 2.119 
6.150 1.694 
4.421 1.216 
4.842 1.675 
6.000 1.451 
3.666 1.958 
4.904 1.578 
6.100 1.774 
4.947 2.068 
6.809 1.750 
6.619 1.431 
6.142 1.389 
4.666 2.082 
4.684 2.162 
4.166 1.823 
5.700 1.559 
4.666 1.653 
4.789 2.149 
5.142 1.905 
5.381 1.687 
6.285 1.846 
5.047 2.355 
4.700 1.895 
6.238 2.095 
6.476 1.914 
5.809 1.750 
6.904 1.513 
5.238 1.921 
5.000 1.581 
4.900 1.971 
Table 17, continued 
Duty Ext. U-H & Youth Area & State Admin. Rel. time spent 
area Ldrs. who reported who reported expectation Ext. 1+-H & 
task was performed task "be performed Youth Leaders 
Task No. % No. % Mean S.D. 
13 1 32 78.0 16 76.2 5.187 2.101 
13 2 1+0 97.6 21 100 5.575 1.880 
13 3 5 12.2 10 47.6 3.600 1.949 
13 h 22 53.7 13 61.9 4.318 2.191 
13 5 26 63.4 19 90.5 4.769 1.904 
13 6 25 6l 11 52.4 3.960 2.371 
13 7 39 95.1 21 100 4.461 2.246 
13 8 9 22 12 57.1 3.888 2.522 
13 9 11 26.8 18 85.7 3.727 2.102 
13 10 4 9.8 6 28.6 4.250 2.217 
13 11 13 31.7 17 81 3.076 2.326 
13 12 28 68.3 18 85.7 3.678 2.450 
13 13 30 73.2 19 90.5 4.100 2.203 
lU 1 29 70.7 18 85.7 4.655 2.143 
14 2 31 75.6 16 76.2 5.871 1.668 
li; 3 34 82.9 20 95.2 5.617 2.045 
lU h 28 68.3 17 81 5.035 1.688 
lU 5 34 82.9 20 95.2 5.000 2.335 
lU 6 28 68.3 18 85.7 5.607 2.315 
lU 7 29 70.7 17 81 4.103 2.335 
2kO 
Relative time spent Relative criticality 
Sxt U-H & Youth 
Area & State Admin. Youth Leaders Area & State Admin. 
Mean S.D. Mean S.D. Mean S.D. 
2.187 1.223 5.906 2 .085  4.937 2.407 
4.190 2.064 6.350 1.916 6 .809  1.692 
1.900 1 .370  4.000 2 .236  3.000 1.333 
2.692 1 .888  4.909 2 .202  3.923 2 .178  
3 .68U 2 .262  6.153 1.974 6 .000  1.795 
1 .909  1 .136  5.000 2.466 3.636 2 .838  
3 .857  2.104 6.46l 2.037 6 .952  1.910 
3 .833  2 .209  6 .666  1 .803  6 .500  2.316 
2 .222  1 .555  6 .363  2 .157  4.888 2.324 
2.333 1 .966  6 .750  2 .630  4 .500  2.258 
2.29k 1 .312  4.384 2.256 3 .823  1 .667  
2.833 1.978 5.321 2.229 6 .222  2.510 
3.052 2.248 5.433 1.888 5.473 2 .568  
3.888 1.967 6.724 1 .667  6 .166  2 .007  
4.375 2.277 7.193 1.579 6.687 1.778 
4.550 2.502 6.852 1.956 6 .850  2 .207  
4.647 2.317 6 .964  1.427 6 .352  2 .060  
3 .850  1.843 6 .970  1 .817  6 .000  2 .362  
5.333 2.086 7 .000  1.764 6 .666  1.879 
3.764 2 .306  6 .172  2 .089  6 .470  2.401 
2kl 
APPEIÎDIX J. NUMBERS, PERCENTAGES AND MEANS OF RESPONDENTS FOR THE l4 
DUTY AREAS 
Table 38.  The numbers, percentages and means of respondents for the ih duty areas when classi­
fied by position of respondents 
Group 1^ Group 2^ Group 3^ Group Group 5^ 
1 If Performed 
N 
101 
% 
87.1 
N. 
87 
% 
77.7 
N 
80 
% 
77.7 
N 
37 
% 
90.2 
N 
21 
Time Spent 
Criticality 
Difficulty 
X 
5.867 
5.211 
X 
6.26k 
6.058 
X 
5.^67 
5.955 
X 
3.9kH 
5.86k 
6.378 
X 
3.809 
5.619 
6.238 
2 If Performed 
N 
111 
% 
95.7 
N 
86 
% 
85.7 
N 
93 
% 
90.3 
N 
1(0 
% 
97.6 
N 
21 
Time Spent 
Criticality 
Difficulty 
X 
5.691 
6.226 
X 
6.063 
6.5^2 
X 
5.967 
6.708 
X 
h.  512 
5.700 
5.125 
X 
3.523 
5.k28 
k.  666 
3 If Performed 
N 
107 
% 
92.2 
N 
101 
% 
90.2 
N 
98 
% 
95.1 
N 
ko 
% 
97.6 
N 
21 
Time Spent 
Criticality 
Difficulty 
X 
6.U21 
6.670 
X 
6.1t90 
6.5^5 
X 
6.833 
6.81k 
X 
6.282 
6.725 
k.975 
X 
5.lk2 
6.721 
5.190 
^Group 1 = County Agricultural Extension Council members; Group 2 = L-H Expansion and Review 
Committee members; Group 3 = Club Organizational Leaders; Group h = Extension 
and Youth Leaders; Group 5 = Area and State Administrators. 
^See Appendix A for duty areas listed in AIR questionnaire. 
Table 38, continued 
Duty^ a a 
Area Group 1 Group 2 
K % N % 
If Performed 111 95.7 102 91.1 
X X 
Time Spent 6.'167 6.633 
Criticality 6.878 6.750 
Difficulty 
N % H % 
If Performed 106 91.% 93 83.0 
X X 
Time Spent 5-870 6.032 
Criticality 6.1+36 6.131 
Difficulty 
N 55 N ^ 
If Performed 89 76.7 66 58.9 
X X 
Time Spent 5.1»52 5.907 
Criticality 6.025 5.906 
Difficulty 
N % H % 
If Performed 107 92.2 98 87.5 
X X 
Time Spent 6,H66 6.673 
Criticality 6,666 6.772 
Difficulty 
Group 3* Group 1+®- Group 5 
a 
N 
99 
% 
96.1 
N 
Ho 
I 
97.6 
N 
21 
% 
100 
X 
6.618 
6.8H8 
X 
6.9148 
6.950 
It. 375 
X 
7.11+2 
7.333 
5.190 
N 
96 
% 
93.2 
N 
1*0 
% 
91.6 
N 
21 
% 
100 
X 
6.010 
6.30k 
X 
5.125 
6.025 
H.I75 
X 
I+.381 
5.095 
3.952 
N 
7I* 
% 
71.8 
N 
31 
% 
75.6 
N 
20 
% 
95.2 
X 
5.5I+I 
5.952 
X 
U.032 
It.903 
5.000 
X 
2.650 
3.650 
l+.lOO 
N 
100 
% 
97.1 
N 
1+1 
t 
100 
N 
21 
% 
100 
X 
6.2U7 
6 .360 
X 
7.425 
8.365 
6.536 
X 
7.666 
8.190 
7.333 
Table 38, continued 
Duty^ a a 
Area Group 1 Group 2 
N % N % 
8 If Performed 98 8k.5 89 87.5 
X X 
Time Spent 5.1*35 H.T21 
Criticality 5.373 5.250 
Difficulty 
N % N % 
9 If Performed 98 84.5 85 75.9 
X X 
Time Spent k.521 4.752 
Criticality 4.88$ 4.879 
Difficulty 
N % N % 
10 If Performed 109 94.0 103 92.0 
X X 
Time Spent 5.621 5-864 
Criticality 6.135 6.019 
Difficulty 
N % N ^ 
11 If Performed 101 87.1 82 73.2 
Group 3^ Group 4^ Group 5 
a 
N 
87 
% 
84.5 
N 
4l 
% 
100 
N 
21 
% 
100 
X 
5.000 
5.360 
X 
4.850 
6.317 
6.682 
X 
4.285 
6.428 
7-714 
N 
83 
% 
80.6 
N 
4l 
% 
100 
N 
21 
% 
100 
X 
4.463 
4.600 
X 
4.950 
5-512 
5.195 
X 
4.095 
5.047 
4.238 
N 
94 
% 
91.3 
N 
4i 
% 
100 
N 
21 
10 
100 
X 
5.500 
5.802 
X 
5 - 400 
6.707 
4.170 
X 
4.761 
6.190 
4.476 
N 
87 
% 
84.5 
N 
35 
% 
84.5 
N 
21 
% 
100 
Table 38, continued 
Duty^ a a 
Area Group 1 Group 2 
11 continued x X 
Time Spent 1+.715 h.32h 
Criticality 5-092 4.519 
Difficulty 
N % N ^ 
12 If Performed 97 83.6 85 75-9 
X X 
Time Spent k.T6o k.6h2 
Criticality 5.Oil 5.012 
Difficulty 
m % N % 
13 If Preferred 102 87.9 8] 7^.1 
X X 
Time Spent k.395 4.500 
Criticality 5.144 4.4l2 
Difficulty 
N % N 55 
14 If Performed 87 75.0 82 73.2 
X X 
Time Spent 4.536 4.518 
Criticality 5*105 4.600 
Difficulty 
Group 3» Group 4 
a 
Group 5 
a 
X X X 
4.821 
5.369 
4.117 
5.200 
4.371 
4.190 
4 .619 
4.142 
N 
83 
% 
80.6 
N 
4o 
% 
97.6 
N 
21 
% 
100 
X 
4.592 
4.847 
X 
5.000 
5.900 
4.775 
X 
4.428 
5.381 
4.857 
N 
78 
1 
75.7 
N 
36 
% 
87.8 
N 
21 
% 
100 
x 
4.815 
4 .303 
X 
4.305 
4.694 
4 .222 
X 
3.142 
4.333 
3.952 
N 
77 
% 
74.8 
N 
37 
% 
90.2 
N 
20 
% 
95.2 
X 
4.578 
4 .727 
X 
4.756 
5.945 
5.054 
X 
4.050 
5.050 
5.750 
Table 39- The numbers, percentages and means of respondents for the lU duty areas when classi­
fied by number of years in present position 
Duty^ 
Area Group 1 
a 
Group 2 a Group 3^ 
N % N % N I0 
1 If Performed 78 81.3 lh2 83.5 106 83.5 
X X X 
Time Spent 5.68b 5.892 H.923 
Criticality 6.196 6.082 5.8^5 
N % N % N % 
2 If Performed 90 93.8 156 91.8 13 5 90.6 
X X X 
Time Spent 5.681 5.810 5.265 
Criticality 6.378 6.h02 6.152 
N % N % N % 
3 If Performed 85 88.5 160 9I+.I 122 96.1 
X X X 
Time Spent 6.566 6.h6h 6.383 
Criticality 6 .717 6.6hk 6.708 
^Group 1 = Respondents with less than one year of service in present position; Group 2 = 
Respondents with one to three years of service in present position; Group 3 = Respondents 
with four or more years of service in present position. 
^See Appendix A for duty areas listed in AIR questionnaire. 
Table 39, continued 
Duty^ a a a 
Area Group 1 Group 2 Group 3 
N % N % N % 
k If Performed 90 93.8 i6o 9H.I 123 96.9 
X X X 
Time Spent 6.011 6.625 7.123 
Criticality 6.1+9't 6.86% 7.1)47 
N % N % N % 
5 If Performed 89 92.7 ll*8 87.1 119 93.7 
X X X 
Time Spent 5.885 5.831 5.627 
Criticality 6.268 6.335 5.926 
N 1 N % N % 
6 If Performed 72 97.0 111 65.3 97 76.1» 
X X X 
Time Spent 5.710 5.112 U.979 
Criticality 5.863 5.796 5.3'»0 
N I N % N % 
7 If Performed 81+ 87.5 159 93.5 12I4 97.6 
X X X 
Time Spent 6.195 6.606 6.983 
Criticality 6.U»48 6.993 7.130 
Table 39» continued 
Dvity^ 
Area Group 1% Group 2% Group 3% 
N % N % N % 
8 If Performed 82 85.  u 153 90.0 110 86.6 
X X X 
Time Spent 5.075 5.11't It. 707 
Criticality 5.^59 5.510 5. 59k 
N % N % N % 
9 If Performed T6 79.2 II+I+ 8L.7 108 85.0 
X X X 
Time Spent 5.108 li.%68 h.Hoi 
Criticality 5.01% H.909 ) , .8! ,8  
N % N % N % 
10 If Performed 88 91.7 160 9't.l 120 9lt.5 
X X X 
Time Spent 5.837 5.703 5.21)5 
Criticality 6.000 6.2^2 5.991 
N % N % N % 
11 If Performed 76 79.2 139 81.8 111 87.lt 
X X X 
Time Spent 14.837 L.522 It. 518 
Criticality I4.7H6 5.110 It.990 
Table 39» Continued 
Duty^ 
Area Group 1 Group 2 Group 3 
a 
12 If Performed 
N 
78 
% 
81.3 
N 
lU2 
% 
83.5 
N 
106 
% 
83.5 
13 
Time Spent 
Criticality 
If Performed 
X 
h.6hh 
H.8U5, 
N 
78 
% 
81.3  
X 
U.705 
5.229 
N 
lU2 
% 
83.5 
X 
'<•717 
5.151 
N 
100 
% 
78.7 
il» 
Time Spent 
Criticality 
If Performed 
X 
U.657 
h.39h 
N 
71 7H.0 
X 
H.532 
5.091 
N 
133 
% 
78.2 
X 
h.l22 
H.186 
N 
99 78.0 
Time Spent 
Criticality 
X 
lt.8U0 
H.953 
X 
lt.l»57 
5.188 
X 
!,.b28 
H.717 
Table HO. The numbers, percentages and means of respondents for the I'l duty arm.:; when classi­
fied by sex classification 
Duty^ a a 
Area Group 1 Group 2 
1 If Performed 
N 
ITU 
% 
83.3 
N 
152 
Time Spent 
Criticality 
X 
5.552 
6.183 
X 
5. 1*96 
5.85k 
2 If Performed 
N 
193 
% 
92.3 
N 
168 
Time Spent 
Criticality 
X 
5.358 
6.213 
X 
5.880 
6.1*30 
3 If Performed 
N 
19h 
% 
92.8 
N 
173 
Time Spent 
Criticality 
X 
6.128 
6.519 
X 
6.82k 
6.858 
Group 1 = Male; Group 2 = Female. 
^See Appendix A for duty areas listed in AIR questionnaire. 
% 
82.6 
1o 
91.3 
% 
9H.0 
Table ItO, continued 
Duty^ 
Area 
5 
4 
7 
If Performed 
Time Spent 
Criticality 
If Performed 
Time Spent 
Criticality 
If Performed 
Time Spent 
Criticality 
If Performed 
Time Spent 
Criticality 
Group 1^ Group 2^ 
N 
199 
% 
95.2 
N 
17'» 
% 
9k.6 
X 
6.683 
6.8^7 
X 
6.598 
6.895 
N 
186 
% 
89.0 
N 
190 
% 
92. h 
X 
5.631 
6.196 
X 
5.928 
6.168 
N 
153 
% 
73.2 
N 
127 
% 
69.0 
X 
5.178 
5.678 
X 
5.261 
5.633 
N 
193 
% 
92.3 
N 
17 H 
% 
9k.6 
X 
6.668 
6.938 
X 
6.610 
6.889 
Table 40, continued 
Duty^ 
Area 
8 
9 
10 
If Performed 
Time Spent 
Criticality 
If Performed 
Time Spent 
Criticality 
If Performed 
Time Spent 
Criticality 
If Performed 
Time Spent 
Criticality 
Group 1^ Group 2^ 
N 
179 
% 
85.6 
N 
166 
% 
90.2 
X 
5.035 
5.637 
X 
L.9lb 
5.1+10 
N 
180 
% 
86.1 
N 
11*8 
% 
80.  
X 
h.3lh 
ît.835 
X 
h.6S7 
5.007 
N 
196 
% 
93.8 
N 
172 
% 
93.5 
X 
5.359 
6.067 
X 
H.835 
6.123 
N 
169 
% 
80.9 
N 
157 
% 
85.3 
X 
k.5k3 
1».880 
X 
lt.61t9 
5.097 
Table Lo, continued 
II 
Group 1^ Group 2 a 
12 If Performed 
N % 
173 82.8 
N 
153 
% 
83.2 
Time Spent 
Criticality 
X 
4.634 
5.160 
X 
4.761 
5.069 
13 If Performed 
N % 
173 82.8 
N 
147 
% 
79.9 
Time Spent 
Criticality 
X 
4.530 
4.878 
X 
4.317 
4 .372 
14 If Performed 
N % 
165 78.9 
N 
138 
% 
75.0 
Time Spent 
Criticality 
X 
4.704 
5.304 
X 
4.343 
4.593 
Table 4l. The numbers, percentages and means of respondents for the l^i duty areas when classi­
fied by educational level completed by respondents 
Duty^ 
Area Group 1% Group 2 
a 
Group 3^ Group Group 5* 
N % N % N % N % N % 
1 If Performed lU 82. !| 117 79.6 76 81.7 82 86.3 37 90.2 
X X X X X 
Time Spent 6.500 5.852 6.0k0 5.063 k. l08 
Criticality 6.009 6.126 6.166 5.756 
N % N % N % N % N % 
2 If Performed l6  9h.l 129 87.8 8!* 90.3 91 95.8 in 100 
X X X X X 
Time Spent 6.000 6.000 6.02k 5.102 k.k63 
Criticality 6.230 6.619 6.1+93 6.080 5.682 
N % N % N % N % N % 
3 If Performed 16 9H.1 133 90.5 89 95.7 89 93.7 ko 97.6 
X X X X X 
Time Spent 5.1+37 6.53k 6.72k 6.60k 5.750 
Criticality 5.153 6.739 6,817 6.720 6.650 
Group 1 = Respondents who completed 11th grade or less; Group 2 = Respondents who are high 
school graduates; Group 3 = Respondents who have a trade, business or technical school 
diploma or one to three years of college; Group = Respondents who are college (four 
year) graduates; Group 5 = Respondents who have graduate degrees. 
See Appendix A for duty areas listed in AIR questionnaire. 
Table hi, continued 
Duty^ a a 
Area Group 1 Group 2 
N 
15 
% 
88.2 
N 
lUo 
X 
5VT33 
6.166 
X 
6. U16 
6.555 
N 
15 
% 
80.2 
N 
132 
X 
6.200 
6.833 
X 
6 .078 
6.290 
N 
11 
% 
6k.7 
N 
91 
X 
5.U5I+ 
5.500 
X 
5.816 
6.112 
N 
15 
% 
88.2 
N 
135 
X 
6. U66 
6.333 
X 
6.313 
6.196 
If Performed 95.2 
Time Spent 
Criticality 
If Performed . 89.8 
Time Spent 
Criticality 
If Performed 1+ T 61.9 
Time Spent 
Criticality 
% 
If Performed . 91.8 
Time Spent 
Criticality 
Group 3^ Group Group 5^ 
N 
87 
% 
93.5 
N 
90 
% 
9U.7 
N 
Ul 
% 
100 
X 
6.776 
7.125 
X 
6.758 
7.092 
X 
7.219 
7.073 
N 
85 
% 
91.  H 
N 
83 
% 
87. '»  
N 
Hl 
% 
100 
X 
6 .012 
6.205 
X 
5.333 
6.250 
X 
5 .073 
5.512 
N 
72 
% 
77. H 
N 
71 
% 
7H.7 
N 
35 
% 
85.  H 
X 
5.718 
5.850 
X 
U.867 
5.731 
X 
3.31% 
h.lk2 
N 
86 
% 
92.5 
N 
90 
% 
9^.7 
N 
Ul 
% 
100 
X 
6.500 
6.7U6 
X 
6.95% 
7.689 
X 
7.365 
7.902 
Table Hi, continued 
Duty^ 
Area Group 1% Group 
8 If Performed 
N 
i6  
% 
94.1 
N 
118 
Time Spent 
Criticality 
X 
5.062 
5.153 
X 
5.201 
5.601 
9 If Performed 
N 
11 
% 
6^.7 
N 
117 
Time Spent 
Criticality 
X 
4.818 
4.750 
X 
4.929 
5.330 
10 If Performed 
N 
15 
% 
88.2 
N 
135 
Time Spent 
Criticality 
X 
6.266 
6 .568 
X 
5.6kl 
5.991 
11 If Performed 
N 
13 
% 
76.5 
N 
116 
Time Spent 
Criticality 
X 
5.076 
5.111 
X 
5.008 
5.710 
% 
80.3 
1o 
79.6 
% 
91.8 
1o 
78.9 
Group 3^ Group o c-a Group 5 
N 
81 
% 
87.1 
N 
90 
% 
94.7 
N 
4o 
% 
97.6 
X 
5.151 
5.21+0 
X 
4.741 
5.517 
X 
4.450 
6.000 
N 
76 
% 
81.7 
N 
85 
% 
89.5 
N 
39 
% 
95.1 
X 
4.733 
4.911 
X 
4.120 
4.481 
X 
4.282 
4.717 
N 
88 
% 
94.6 
N 
89 
% 
93.7 
N 
4i 
% 
100 
X 
5.732 
5.800 
X 
5.569 
6.388 
X 
4.878 
6.219 
N 
78 
% 
83.9 
N 
79 
% 
83.2 
N 
4o 
% 
97.6 
X 
4.881 
4.831 
X 
3.0»iO 
4.320 
X 
4.150 
4.675 
Table 4l, continued 
Duty^ 
Area Group 1 
a 
Group 2 Group 3 
a 
Group 4* Group 5 
a 
N % N % N % N % N % 
12 If Performed 11 61K T 107 72.8 78 83.9 89 93.7 4i 100 
X X X X X 
Time Spent 5.090 5.038 4.473 4.453 4.634 
Criticality 5.500 5.468 4.464 5.070 5.439 
N I0 H % N % N % N % 
13 If Performed 11 64.7 119 81.0 76 81.7 76 80.0 38 92.7 
X X X X X 
Time Spent 6.5%5 4.704 4.743 3.794 3.605 
Criticality 6.000 4.869 4.927 3.957 4.473 
N % N % N % N % N % 
llj If Performed 11 6h.l 108 73.5 72 77.4 75 78.9 37 90.2 
X X X X X 
Time Spent 5.U5H 4.923 4.450 4.236 3.918 
Criticality 5.666 5.173 4.636 4.652 5.513 
Table h2. The numbers, percentages and means of respondents for the I'l duty areas when classi­
fied by type of geographical assignment of the professional Extension L-H and Youth 
Leaders 
43 
0) 
Q 
<
 Group 1 
a 
Group 2 a Group 3" Group il* 
N % N % N % N % 
1 If Performed 65 77.'» 106 82.2 131 8H. 5 2h 96.0 
X X X X 
Time Spent 5.375 5.7kO 5.732 3.916 
Criticality 5.516 6.323 6.075 5.833 
N % N i N % N % 
2 If Performed 80 95.2 116 89.9 lJ»0 90.3 25 100 
X X X X 
Time Spent 5.683 5.68H 5.889 3.hho 
Criticality 6.180 6.370 6.523 5.1|î»0 
N % N % N % N % 
3 If Performed 76 90.5 119 92.2 lii7 9U .8  25 100 
X X X X 
Time Spent 6.500 6.709 6.507 4.920 
Criticality 6.691 6.776 6.629 6.520 
®'Group 1 = Assignment is less than full-time single county; Group 2 = Assignment is full-
time single county; Group 3 = Assignment is full-time two county; Group I4 = Area or state 
assignments. 
^See Appendix A for duty areas listed in AIR questionnaire. 
Table U2, continued 
Area Group 1 
N % 
If Performed 79 9^-0 
X 
Tme Spent 6.730 
Criticality 7.095 
N % 
If Performed 78 92.5 
X 
Time Spent 6.289 
Criticality 6.319 
N % 
If Performed 57 67.9 
X 
Time Spent 5.7^5 
Criticality 5.8't6 
N % 
If Performed 80 95.2 
X 
Time Spent 6.835 
Criticality 6.613 
Group 2° Group 3 
a 
Group 4 
a 
N 
123 
% 
95.3 
N 
1U6 
% 
94.2 
N 
25 
% 
100 
X 
6.628 
6.8^3 
X 
6.553 
6.729 
X 
6.960 
7.080 
N[ 
113 
% 
87.6 
N 
litO 
% 
90.3 
N 
25 
% 
100 
X 
5.86k 
6.428 
X 
5.671+ 
6.079 
X 
4.360 
5.280 
N 
90 
% 
69.8 
N 
110 
% 
71.0 
N 
23 
% 
92.0 
X 
5.363 
5.988 
X 
5.311 
5.676 
X 
2.956 
3.956 
N 
121 
% 
93.8 
N 
ll»l 
% 
91.0 
N 
25 
% 
100 
X 
6.700 
6.921 
X 
6.348 
6.873 
X 
7.320 
8.000 
Table H2, continued 
Dutyb a 
Area Group 1 
N % 
8 If Performed 71 8^.5 
X 
Time Spent 5-308 
Criticality 5-750 
N 
9 If Performed 7'i 88.1 
X 
Time Spent H.675 
Criticality '1.865 
N % 
10 If Performed 82 97-6 
X 
Time Spent 5-825 
Criticality 5-920 
N % 
11 If Performed 72 85-7 
X 
Time Spent 
Criticality U.938 
Group 2 
a 
Group 3" Group k^ 
N 
112 
% 
86.8 
N 
137 
% 
88.k 
N 
25 
% 
100 
X 
5.110 
5.1»95 
X 
lt.803 
5.2kl 
X 
k.kOO 
6.k80 
N 
99 
% 
76.7 
N 
130 
I0 
83.9 
N 
25 
r/ p 
100 
X 
1+.632 
U.9U5 
X 
k .616 
k.87? 
X 
k. 080 
5.120 
N 
122 
% 
9k.6 
N 
139 
% 
89.7 
N 
25 
% 
100 
X 
5-725 
6.336 
X 
5.500 
5.968 
X 
k.6oo 
6.160 
N 
109 
% 
8k.5 
N 
120 
% 
77. k 
N 
25 
% 
100 
X 
k.850 
5.050 
X 
k.k29 
k.990 
X 
k.200 
k.8ko 
Table h2, continued 
Duty^ 
Area Group 1» Group 2 
a 
Group 3" Group 1» 
a 
N % N % N % N % 
12 If Performed 6T 79.8 105 81.  ij  129 83.2 25 100 
X X X X 
Time Spent U.636 I4.805 lt.6H5 1».6H0 
Crit ical i ty  5.116 5.163 5.025 5.360 
N % N % N % N % 
13 If Performed 63 75.0 lOl» 80.6 129 83.2 2 It 96 .0  
X X X X 
Time Spent IK200 k.568 H.632 3.375 
Criticality . 018 U. 663 It .SHil  It .  500 
N % N % N % N % 
lU If Performed 58 69.0 107 82.9 11^ 73.5 2»t 96.0 
X X X X 
Time Spent H.298 n.752 It. »I63 i t .QJtl  
Criticality U.H63 U.989 5.173 5.250 
Table 1*3. The numbers, percentages and means of respondents for the duty areas when classi­
fied by prior experience as a H-H member 
Duty^ ^ ^ 
Area Group 1 Group 2 
N % N % 
1 If Performed 225 82.7 101 83.5 
X X 
Time Spent 5.396 5.82k 
Criticality 6.023 6.032 
N % N % 
2 If Performed 2U8 91.2 113 93.k 
X X 
Time Spent 5.473 5.899 
Criticality 6.18k 6.611 
N % N % 
3 If Performed 253 93.0 llH 9H.2 
X X 
Time Spent 6.358 6.690 
Criticality 6.595 6.876 
^Group 1 - yes; Group 2 = no. 
^See Appendix A for duty areas listed in AIR questionnaire. 
Table U3> continued 
Duty^ 
Area 
U If Performed 
Time Spent 
Criticality 
5 If Performed 
Time Spent 
Criticality 
6 If Performed 
Time Spent 
Criticality 
7 If Performed 
Time Spent 
Criticality 
Group 1^ Group 2^ 
N 
259 
% 
95.2 
N 
llL 
% 
9k.2 
X 
6.725 
6.866 
X 
6.1+5U 
6.877 
N 
2U5 
% 
90.1 
N 
111 
% 
91.7 
X 
5.753 
6.193 
X 
5. 82!+ 
6.158 
N 
191 
% 
70.2 
N 
89 
% 
73.6 
?.173 
5.613 
1.310 
5.753 
N 
252 92.6 
N 
115 
% 
95.0 
X 
6.657 
6.961 
X 
6.003 
6.813 
Table 1|3, continued 
Dutyj, 
Area 
8 
9 
10 
If Performed 
Time Spent 
Criticality 
If Performed 
Time Spent 
Criticality 
If Performed 
Time Spent 
Criticality 
If Performed 
Time Spent 
Criticality 
Group 1°^ Group 2^ 
N % 
237 87.1 
X 
14.887 
N % 
223 82.0 
X 
4.669 
Jf.89H 
N % 
255 93.8 
X 
5.557 
6.113 
N % 
220 80.9 
X 
1».570 
5.035 
N % 
108 89.3 
X 
5.17'» 
5.683 
N % 
105 86.8 
X 
îl.l(25 
4.957 
N % 
113 93.it 
X 
5.648 
6.01(9 
N % 
106 87.6 
X 
4.647 
4.885 
Table US, continued 
Duty^ a a 
Area Group 1 Group 2 
N % N % 
12 If Performed 223 82.0 103 85.1 
X X 
Time Spent II.ÔTU U.7U0 
Criticality 5.105 5.IÏH 
N % N % 
13 If Performed 220 80.9 100 82.6 
X X 
Time Spent 4.330 H. 656 
Criticality U.602 4.730 
N % N % 
lU If Performed 207 T6.1 96 79.3 
X X 
Time Spent k.332 H. 548 
Criticality 5.052 4.818 
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APPENDIX K. CRITERIA UTILIZED TO IDENTIFY IMPORTANT TASKS AND DUTY 
AREAS FOR USE IN RECOMMENDATIONS 
The identification of the important tasks and duty areas was 
based on the ranking of mean scores of time spent and criticality when 
the position of the respondent was the basis of analysis. This investi­
gator set the following criteria, using the results as reported in 
Appendices I and J, for the determination of the important tasks and 
duty areas to be recommended for inclusion in the descriptive state­
ment of the role of the Extension ^-H and Youth Leader. 
The identified tasks must have met one of the two following criteria, 
but not both. The two criteria are: 
1. Must be in the top 50 tasks in terms of criticality mean 
score by at least one of the two professional groups, and: 
a. Both professional groups perceived the tasks accomplished 
by 90 percent of the Extension J+-H and Youth Leaders, or 
b. In the top 50 tasks in terms of relative time spent by 
both of the professional groups. 
2. Must be in the top 50 tasks in terms of relative criticality 
by both groups. 
